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Chapter I 
Introductory Background of the Study 
Introduction 
Contentment is a situation of being satisfied, and it is related with the 
happiness and satisfaction of a person. Social science studies contribute to the ideas 
which results in living a good life, or lead to people those who maintain their state of 
mind and overall satisfaction for their life. So is happiness, which in a two-way 
manner referred to as well being of a person in the environment around. How much 
positive thinking a person has as compared to the negative emotions a person bears 
calculates the overall satisfaction. So. it can be said that contentment has close 
relation with happiness and the level of satisfaction. To check the level of satisfaction. 
it is important to study what contributes to people being happy and what flourish 
them. Happiness can be present in the form of nice moods and emotions, well-being, 
and positive attitudes. It has been attracting increasing attention throughout 
psychology researches that happiness has direct relation with workplace experiences. 
So it can be said that happiness at work includes job satisfaction as one of the 
important factor. A comprehensive measure level of happiness may include work 
engagement, job satisfaction, and organizational commitment. At all levels, this is 
evident that happiness has important implication for both individuals and 
organizations (Fisher, 2010. p. 384). 
Shaukat, et al. (2012, p. 59) concluded that human resource plays a vital role 
in the progress and attaining goals of an organization and society as a whole. Money 
is the life blood for an organization but it is human resource which pumps the blood in 
the body. Financial resources show the worth of a company but maintain the long-
term existence is possible when human capital is utilized effectively and efficiently. 
So every company is in a battle to hire the best human minds and to utilize them to get 
finest results. This goal can he achieved by satisfying workforce. A satisfied unit of 
employees put more efforts to uplift the organization and achieve its goals. So, 
satisfaction is one of the attitudes most studied in an organizational context. 
"Human Resource Management (IIRM) practices play a central role in 
enhancement of productivity of an organization. FIRM practices also affect employee 
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turnover and productivity and increase satisfaction with the help of various factors 
and improve their Overall Job Satisfaction. A widely discussed area in the literature 
on organizational behaviour is Job Satisfaction. A lot of work has been done on the 
issue of job satisfaction and its related factors which reveals that it minimizes the rate 
of absenteeism and turnover. A large number of practitioners. academicians and 
researchers are agreed on numerous important determinants of job satisfaction like 
team work, good environment, job autonomy, behaviour of leadership, organizational 
commitment. salary, motivation, relation with co-workers and nature of work. But the 
effect of each factor is not determined in different conditions and environment. It is 
very important to understand that retaining an employee is better than to hire new 
ones and train them to get desired and goal oriented results" (I lussain, 201 1. p.2). 
Rapid changes in technology, globalization and changing customer's demands 
for better quality have created intense competition. In order to survive in this oriented 
competition. creation of satisfied and loyal human force is very important for all 
organizations. The worldwide current competition has been increased by 
globalisation, high tech-change and privatization. To keep pace with this high 
competition, there is a need to adopt such policies and strategies that create 
superiority on rivalry organizations which further can role in the development of' 
country's economy (Hassan et al, 2013, p. 1). 
Review of Literature 
Job satisfaction describes about the contentment in an individual's life with his 
or her job. "I he happier people are within their job, the more satisfied they are said to 
be. Job satisfaction is a well known term and has emerged as one of the important 
term worldwide. There is so much research on Job Satisfaction which is based on 
empirical studies but still scholars are concentrating on new dimensions fir the same. 
Many studies revealed and expatriated the importance of job satisfaction and its 
related factors in both books as well as in research papers. 
Kaleque and Rahman (1987) conducted a study on Job satisfaction of' 
Bangladeshi industrial workers regarding influence of some job facets including job 
content, coworkers, supervision, wage promotion, work environment and 
communication. They concluded that job facets was a source of satisfaction as well as 
dissatisfaction and Overall Job Satisfaction of industrial workers N\ as influenced by 
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the job facets and personal l)1e and the degree of satisfaction depended upon the 
perceived importance of the job facets. Stershic (1990) identified that the particular 
relevance in this regard was the contribution to the organizational performance. 
Author recognized employees as the critical link in delivering service quality and 
customer satisfaction. And further explained that obtaining and understanding the 
employee perspective was a critical tool in managing customer satisfaction. It enabled 
managers to exercise internal marketing meeting the needs of the employees in order 
to meet the needs of the customers. Delaney and Huselid (1996) categorized the 
human resource management practices into the factors that improved employee skills, 
motivated and inspired the employees, and arrangement design of the Workplace. 
They concluded that at least the following four human resource management 
dimensions acknowledged in this particular study, these were, employee 1i edback. 
their training and development, workplace design, and the employee pay system. 
Weiss (2002) argued that job satisfaction is an attitude but pointed out to clearly 
distinguish the objects of cognitive evaluation which were affect (emotion). beliefs 
and behaviors. In banks, good financial services along with their better customer 
services considered important due to the rising competition. It was realized that bank 
employees played an important role for the good performance of the bank by 
delivering good financial services to its constituencies. 
However, most of the studies identified the relationship between job-related 
factors and Job satisfaction. Job Satisfaction and its related issues have been 
thoroughly explained in the following research papers and articles: 
Weisman and Nathanson (1985) revealed the relationship between the 
aggregate job satisfaction level of nursing staff in 77 family planning clinics and two 
client outcomes: I ) the aggregate satisfaction level of teenage clients with 
contraceptive services obtained in the clinic, and 2) the subsequent rate of client 
compliance with contraceptive prescriptions. They concluded that, in terms of relative 
strength of effects, staff satisfaction exerts a stronger impact on client satisfaction 
than on subsequent compliance rates. Therefore, certain organizational factors 
satisfied professionals and resulted in better working of the organization. The general 
model linking included variables: relationship with co-workers and patients. ►cork 
content, supervision an(I resources available in the job. The outcomes in this study 
included both client satisfaction levels and client compliance rates. 
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Lee (1988) examined the validity of linking job attitude, job involvement, to 
employee turnover with the Mobley model. Results indicated that organizational 
commitment validly linked to employee turnover via the Mobley model. And further 
measured job satisfaction, organizational commitment, job involvement, evaluation of 
alternatives and me! expectations. When compared to the satisfaction-turnover 
linkages, somewhat weaker relationships were found. The role of alternative jobs in 
the turnover process was also highlighted. The cumulative evidence revealed that 
dissatisfied employee seek alternative jobs, and if those alternatives were better than 
the current situation, the chances of employee turnover are more. For the manager 
concerned with turnover, it was suggested that employees should be aware not only of 
what alternatives are simply available but what alternatives are salient to one's 
employees. The awareness of salient alternatives increased the chances of anticipating 
and proactively influencing turnover. So, results generally supported the model and 
the extensions to organizational commitment and job involvement. 
Sekaran (1989) used a sample of 267 bank employees to study the paths to 
the job satisfaction of employees at the workplace through the quality of life factors of 
job involvement and sense aj competence. The study revealed, how one can increase 
the job satisfaction at the work place not only by providing them facility to get 
involved in their job but by increasing their confidence level in their job competence 
and reducing stress also has positive effect. It further helped in retention of personnel, 
decreases absenteeism and enhances commitment. And further thrown light on skills 
of employees to increase job satisfaction and it had a direct influence on both job 
involvement and sense of competence. Stress, likewise, had a direct path to job 
satisfaction in addition to its negative influence on sense of competence. Further 
explored that apart from making work more interesting and reducing stress, 
employees should also be facilitated to have success experiences in their jobs which 
progressively increase their confidence in their own competence. 
'I'ziner and Latham (1989) pinpointed that feedback followed by goal-setting 
favorably influence work satisfaction and organizational commitment to a greater 
extent than performance review comprising feedback only. But unlike work 
satisfaction, organizational commitment was only slightly affected by performance 
feedback alone. So, there were many factors other than organizational feedback which 
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influenced overall growth. "l'hey conducted two-way analysis of variance to examine 
the effect of behavior observation scales (BUS) and graphic rating scales ((IRS) on 
job satisfaction and organizational commitment. They concluded that, in a large 
measure, the indigenous specificity of the BUS format affected work satisfaction. 
because the BUS specificity strengthens feelings of control over work. dissipates 
ambiguity about expectations and requirements. 
Mcfarlin and Sweeny (1 992) analyzed the two factors — her}' satisfaction uirdl 
job satisfaction. And distributive justice was considered more important than 
procedural justice. Both the factors, distributive and procedural justice equally played 
different roles for the organisational outcomes. Respondents Surveys were distributed 
to 1.100 employees of' a Midwestern Bank. In total, 675 employees completed the 
survey. Criterion variables were two measures reflecting evaluations of the surveyed 
organization and its representatives and two measures of satisfaction with personnel 
outcomes. The fairness of a firm's procedures had a great impact on organizational 
commitment than the fairness of personal outcomes that workers receive and defined 
the organization's capacity to treat employees fairly. 
Using a large sample of college and university faculty. study opined the 
effects of 	e inequality on satisfaction. productivity, and collaboration that the 
greater the degree of' wage dispersion within academic departments, the ltmcr is 
individual faculty members satisfaction as concluded by Pfeffer and Langton (1993). 
They laid an emphasis to set the range for a salary as per the performance to improve 
satisfaction and quality of work. The study advanced the process of specifying the 
conditions that determined how reward distributions affect people. both in terms of 
aititiale and behavior. They investigated how wage dispersion and pay regimes affect 
an individual's attitude. satisfaction, research performance, and collaborative working 
relationships using data from a large sample of college and university faculty. It was 
considered that conditions related to the pair-qcfcrmuartion prrocess, the information 
about pay distributions was available, and the individual's level of commitment to the 
organization mediates the effects of wage dispersion. 
Naumann (1993) opined that both the treatments of joh'iask characteristics 
and organiguiion CIT(U'aclerisflcs factors were significantly related to both intrinsic 
and extrinsic lob satisfaction. It \\ as analyzed that by having great importance in 
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management literature, job satisfaction was generally being ignored in the 
organization. Job factors exhibited a stronger relationship with extrinsic satisfaction 
than did organization characteristics. Role Conflict, skill variety, task identity, rack 
significance, autonomy, role ambiguity and job feedback were the predictors of Job 
characteristics. Of them, role ambiguity was the best predictor followed by skill 
variety and autonomy. Of the organization characteristics, participation and career 
advancement were the best predictors. Data was collected through a survey of 
expatriate managers employed by U.S. multinational corporations. By testing the 
variables for job satisfaction only a few prepositions have been suggested. But the 
actual results were narrow in focus as only limited factors were considered for the 
study. 
Johnson and Holdaway (1994) studied the relationship between the 
importance of job facet for satisfaction and satisfaction with job facets and overall job 
satisfaction. The study has considered various variables related to job satisfaction but 
still needs further explication. They defined the importance of job satisfaction in three 
dimensions- First, low job satisfaction was commonly considered to be associated 
with absenteeism and staff turnover. Second, job satisfaction should be viewed as a 
desirable condition in itself, especially as it is closely related to the overall quality of 
life in a society. Third. the nature of modern work emphasi?ed upon technology and 
accountability, its higher stress levels, and associated feelings of alienation indicate a 
need for greater attention to the nature and causes of job satisfaction and provided 
information about the changing experiences and attitudes and it helped to inform 
policy-making in ways that could benefit principals working lives and ultimately the 
quality of education delivered. 
Work Satisfaction is such a broad term that it encompasses a wide variety of 
different work related attitudes and behavior, the most prominent of which are job 
satisfaction and alienation defined by Shepard (1997). Study revealed positive impact 
regarding the influence of technology on the nature of work and on alienation and job 
satisfaction. this exerts in maintaining division of labor which strongly influence 
many other job characteristics further influencing the growth of an organization. All 
the three factors- technology, alienation and/oh satisfaction eonsidcred to be equally 
vital as technology affects the nature of work. Multidimensional approach was 
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required for the study of alienation and job satisfaction was taken as an important 
social factor. They —showed the link between technology, job characteristics, 
alienation and job satisfaction. Study further explained the factors beyond technology 
and job characteristics that ef'tccted job responses. Overall, the study concluded that 
various variables affect the employee at work also job satisfaction is being considered 
a good option for the organizational holders to take into an account. 
1 isher (1998) explained that satisfaction is strongly related to mood and 
emotions while working and positive and negative emotions contribute unique 
connection to the prediction of overall job satisfaction. In three stages, study revealed 
the need to develop clear measures of job affect, job cognitions, and overall job 
evaluation, and to better understand the relationship of these more pure measures to 
commonly used indices of job satisfaction were used to improve satisfaction and 
quality of work life in the organization. But still job satisfaction does not seem so 
important issue to study for any institution as it does have positive effects on moods 
and emotions of workers and employees when considered thoroughly. Both positive 
and negative emotion measures made unique contributions to overall satisfaction. 
Frequency of positive emotions was more predictive of satisfaction than was intensity 
of positive emotions. 
Sharma (200 1) considered factors like unjustified sanction of overtime hours, 
health and security adverse eflc~cts. less attention to fain ilies uncl social activities uncl 
interrtu/)ting employment groit~th activities, these factors do not satisfy employees but 
had an indirect bearing. The data was collected from the set of 200 respondents 
including drivers and conductors employed in the Postal Department. Results f find 
that majority of the employees were getting less income and they were unable to save 
money due to large family size. So, they switch to overtime job incentives to 
overcome the financial problems. The main reasons discovered in the study to 
perform the overtime job by the employees were the obligations implied by the 
authorities. The overtime allowance was comparatively better than the normal rate of 
job and computerization has speeded up the work drastically but operational non-
cognizance of trainees employees working without computers were not resolving the 
clearance of' excess workload. 
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Ranz et al. (2001) focused on the importance of Job satisfaction as one of the 
most frequently studied variables in organization. The importance is enhanced by the 
common belief that it has a major impact on job performance. The study revealed that 
Job satisfaction is strongly and negatively correlated with age for staff psychiatrists 
but not for medical directors. Psychiatrists were advised to seek promotions to 
program medical director positions early in their careers, since these positions are far 
more available, and provide equal job satisfaction, compared to agency medical 
director positions. In light of these results, staff psychiatrists might be well advised to 
seek promotions to medical director positions as their careers progress or to 
reconfigure their positions to include more administrative responsibilities. 
Ellickson and Logsdon (2001) pinpointed on the relative influence of 11 
environmental variables and 3 demographic factors on variation in job satisfaction 
among local government employees. Over 50 per cent of the variation in job 
satisfaction among municipal employees is explained using this model, A survey of 
1,227 full-time municipal employees representing 18 departments and serving an area 
population of approximately 200,000 in the Midwestern region of the United States 
was taken in to consideration to carry out the paper work. The questionnaire was 
designed to assess employee perceptions about 11 different aspects of the workplace, 
including equipment and resources, physical workspace, safe work environment, 
training, workload, departmental esprit de corps, pay, henefits, promotional 
opportunities, per/ormance appraisal, and supervision. In addition, demographic 
information regarding employee gender, age, and job level were also taken in to 
account. Results did not emphasized on municipal government employees' 
satisfaction as the present study revealed just a starting point for additional research 
by using multivariate models to predict and explain variation in job satisfaction 
among municipal employees. 
Vallejo et al. (2001) highlighted that important factors determining the 
subordinates' job satisfaction were linked to the branch manager's assumption of the 
role, their esteem, mobility, representation and tolerance towards uncertainty. On the 
contrary, the level of job satisfaction was positively related to psychological well-
being, personal satisfaction and geographical setting. The index relates occupational 
satisfaction to characteristics of the performed work, relatlow, maintained be(ween the 
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workers and superiors. salary, relationships with co-workers, promotion possibilities 
and career plans in the financial institutions. This study examined the level of job 
satisfaction of 366 bank clerks employed in a branch placed in the Balearic Islands. It 
also examined the relationships between, the characteristics of particularjobs and task 
and, on the other, job satisfaction in relation to supervision, age, salary and 
qualifications. The study concluded that there were no important differences between 
the groups of workers. 
Rao et al. (2002) highlighted that when financial condition was good because 
of less number of children in a family then there was every reason for an employee to 
be satisfied, also when they had an employed spouse, this had a positive impact on job 
satisfaction. And among the major factors contributing to job satisfaction, promotion 
was considered an important item. For the above conclusions, 54 employees were 
selected and administered the questionnaire. There were other factors also which 
revealed the same observation of high job satisfaction like salary, possession of ow n 
house, good treatment of employees from their seniors, higher education etc. and 
further the study concluded that employees want to accumulate leaves to maximum 
permissible level and do not want to exhaust them and most of the employees were 
happy and satisfied with the place of their work in LIC which was taken as an 
important indication by the writers forjob satisfaction. 
Cote and Morgan (2002) revealed that unpleasant moods and emotions of 
an employee decrease job satisfaction and further increases chances of intentions to 
quit the job. Many organizations regulate their business place to maintain good 
atmosphere among the employees to reduce the choice of employees to quit. 
Employees show their satisfaction level in many ways like facial expressions and 
vocal and bodily signals. They explained that the sole mechanism of emotional 
dissonance cannot explain amplifying displays of pleasant emotions which increases 
job satisfaction. Rut expanding the set of conceptual mechanisms by emotion 
regulation exerts its impact and it does not mean that job satisfaction is ignored. The 
results suggested to minimize the frequency of unpleasant emotions controlling 
political and ethical issues were also a vital option in the organization. The present 
study focused to enhance the understanding of how emotion regulation is associated 
with job satisfaction and intentions to quit. 
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Burd (2003) measured job satisfaction across nine dimensions: pay, 
promotion, supervision, fringe benefits, contingent rewards, operating conditions, co-
workers, nature of Work, and communication but the main purpose of this study was 
to look at the role of values in the contemporary library where libraries and librarians 
were confronted with technological and societal change and values provide both 
stability and flexibility. Above all, commitment to patrons provided the impetus to 
change and adapt. I ihirarians in this study overwhelmingly expressed strong desire to 
provide excellent service as well as it dedication to develop their own expertise and 
competence. Results supported the taxonomy of values, especially in the area of work 
values, which includes desire to be competent. to work well, to he successful. to have 
autonomy, to work in a supportive environment, to be committed to excellence, to he 
a lifelong learner. and to be willing to improve ourselves. 
Levy-Garboua and Montmarquette (2004) supported that self-reported job 
satisfaction indicates an experienced preference for oh over available opportunities. 
Under certainty and stable preferences, a rational person is satisfied with a deliberate 
decision made in the past. Recognition of the inter-temporal dimension of satisfaction 
judgments significantly improved the empirical content of the theory and illuminated 
several hidden aspects of human behaviour. The study have mentioned evidence that 
older persons appear less sensitive to current gaps than younger ones and gaps 
experienced in the remote past have greater weight on job satisfaction judgments than 
what happens at present. 'fheso two predictions were reminiscent of the fact that 
wisdom comes with age and that traumas suffered during childhood have quite 
persistent effects on human satisfaction. They observed that current earnings gaps had 
a negligible effect on the job satisfaction of young workers and another striking 
testimony that individuals have a long planning horizon and consciously make on-the-
lob investments. 
Saari and Judge (2004) brought into light that the "Happy employees are 
productive employees." "Happy employees are not productive employees." So. there 
was a confusion and debate among practitioners on the topic of employee attitudes 
and job satisfaction— even at a time when employees were increasingly important for 
organizational success and competitiveness. The first major practitioner knowledge 
gap they addressed was the causes of employee attitudes and job satisfaction. A 
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second major practitioner knowledge gap was in the area of understanding the 
consequences of job satisfaction. The third major practitioner knowledge gap was in 
the area of how to measure and influence employee attitudes. The study suggested for 
closing all the three gaps improving knowledge of basic statistics in which one is 
needed to measure, understand, and improve employee attitudes 
Lather and Jain (2005) explored the relationship between motivation and job 
satisfaction. Motivation is the key to organizational effectiveness and is a predictor 
for performance and job satisfaction. The identification of need structure of the 
employees, role of various motives in individual's satisfaction and performance in the 
organization as well as in the group performance was mandatory for effective working 
of the individual as well as the organization. With regard to results of workers it was 
found that there was a significant positive correlation between job satisfaction and 
need for sell control and need for personal growth. Need tot self control has 
significant positive effect on job satisfaction of workers. 
Shanmugasundaram and Prema (2005) observed that organization with more 
satisfied employees tended to be more effective than organizations with less satisfied 
employees. They selected a total of 60 extension personnel to serve as respondents for 
the study by applying random sampling technique. In which half of the respondents 
had medium level of job satisfaction, majority were middle aged and possessed the 
desired professional education having low level of professional experience, medium 
level of participation in decision making, medium level of organizational 
communication, team work and task identity were found to be positively and 
significantly correlated with Job satisfaction of Extension personnel. Since the study 
revealed that attributes namely Organizational conmiunication, Clarity task, team 
mork crud task idendittv played a decisive role in the job satisfaction of extension 
personnel higher officials of State department of Agriculture invariably manipulate 
these significantly contributing variables to rnotivale extension personnel for better 
job performance. 
Liorente and Macias (2005) carried out a study to assess the extent of the 
relation between different variables measuring working conditions and job 
satisfaction. Their study explored whether differences between countries in job 
satisfaction explained by variables usually considered to be related to job quality, 
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such as working how-s. wages, etc. So, they studied the relationship between certain 
objective that measures job qua/ii' and job satisfaction in a given country. The 
empirical analysis described in the study showed that the variability job satisfaction is 
surprisingly lo\\, and the little variability exists bears no relation to any relevant social 
or economic variable. This was true both at aggregate level and at individual level. It 
isverydifficult to maintain the lack of fit that would cause variability in job 
satisfaction. The study revealed several mechanisms that act as "filters", which 
successively hindered the permanence of such lack of fit. First, the person looks for a 
job in accordance with his/her expectations, which in itself eliminates many possible 
cases of lack of fit. Second, if a person accepts a job that does not fit his/her 
expectations: he/she will tend to adjust the expectations to the job. Third, if the person 
passed the previous two filters (accepts a job not in accordance with expectations and 
cannot adjust his'her expectations to the job once in it), he/she simply tends to leave 
it. 
Jahangir et al. (2006) investigated the effects of employees' perception of 
managers' social power on organizational citizenship behavior (OC13) mediated by 
procedural justice, employees' organizational commitment, and job satisfaction. Data 
was collected to test the theoretical models and to measure the causality whether 
Social Poor r, Procedural Justice. Organi:atiunul Commitment and Job Satisfaction 
fostered Or'cu►i=utionul C'iti:enship Behavior. Data collected from 195 top and 
middle level employees of a private commercial bank of Bangladesh revealed that the 
private commercial banks in Bangladesh had undergone dramatic changes over the 
past two decades. The study examined various types of mangers' social power used to 
increase employees work related behavior. The results indicated that procedural 
justice is significantly and positively related to job satisfaction and organizational 
commitment and organizational commitment had a positive relationship with OCB 
but the relationship is found to be insignificant. 
Chidambaram and Rama (2006) identified the socioeconomic variables which 
influenced job satisfaction and analyzed the determinants of job satisfaction of bank 
employees. The study found two variables: family size and difference between the 
present salary and the expected salary were statistically significant at 5 per cent level 
and but they were negatively related to overall job satisfaction also the interpersonal 
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relationship alone was negatively and significantly related to the job satisfaction. 
Variables with highest factor loadings were organizational structure and 
environment. an/hick' towar(.S Job and security and job security. The results of the 
study suggested that it was always better for the management to concentrate on the 
job variables which determine job satisfaction and regular surveys in the organization 
can improve the satisfaction level of employees. 
Lehal (2007) examined two important variables related to behavioural science-
Oruanisational role stress and Job satisfaction. The study included the whole State of 
Punjab and 200 executives from both public and private sector units. The study 
revealed that in case of Organizational Role Stress and Job Sufis/fiction botl/, the 
results of public sector were better than private sector. Further in public sector, telltale 
executives were more stressful than males. But in case of Job Satisfaction, in the same 
sector, female executives were more satisfied with their jobs. Author revealed that 
management problems have become more and more complex with the gradual 
disappearance of traditional systems operated in the organisations. Increasing the 
level of job satisfaction anmong managers and developing a stress free climate to work 
were considered significant to raise the level of executive pertbrmunce, achievement 
and .satisfaction. Overall results indicated that the position of public sector was 
stronger in case of both the variables- Organizational Role Stress and foh 
Satisfaction. 
Tella et al. (2007) worked on the management process to evaluate the critical 
importance of people in the organization that the human element and the organization 
were synonymous. They considered this factor so important that its absence often 
leads to lethargy and reduced organizational commitment and lack of job satisfaction 
was a predictor of quitting a job. Sometimes workers may quit from public to the 
private sector and vice versa. At the other times the movement is from one profession 
to another that was considered a greener pasture. There were 200 participants for this 
study and a modified questionnaire was used for the collection of data. Findings 
revealed that management should meet the demands of their personnel to strengthen 
their motivation, sUtI.1'tactioll, U /id commitment to minimize turnover. No difference 
was observed in the perceived motivation of professional and non-professional library 
personnel. Moreover, results also showed that differences exist in the job satisfaction 
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of* library personnel in academic and research libraries, and that no relationship exists 
in the organizational commitment of library personnel based on their years of 
experience. 
Kamal and Sengupta (2008) ascertained the degree of overall job satisfaction 
prevailing among the Bank Officers but also to elicit officer's views on different 
factors contributing to their job satisfaction, in the light of current realities. The study 
revealed that the success of the bank depends upon the coordination, .synchronization 
and eco1e1ouon of the Bank Officers. Hence, the job satisfaction of the officers was 
of prime importance because only a satisfied and happy officer was considered to 
achieve such synergy in the bank. Therefore, their study assumed significance and 
relevance in the o%crall success of the bank. Data showed that overall job satisfaction 
in case of officers was not very high. In conclusion they said that with the change of 
satisfaction determinants, level of job satisfaction also varies. It was also observed 
that as a person ages, job satisfaction shows an increasing trend. With age, 
sp)iritualisl!i of the person increases, but alternatives for change decreases. Younger 
employees have more energy, more expectations and more options, and hence have 
lesser satisfaction with the job. Overall the job satisfaction of bank officers though 
was not very high but still satisfactory. 
Yasir and Fawad (2009) explained that satisfied employees were more likely 
to he friendly and responsive which attracts customers. Dissatisfied employees lead to 
customer dissatisfaction. T'he\, viewed that in Pakistan, the concept of I-IR is 
flourishint clay by day and employers as well as the employees were ;getting aware of 
their rights and demands. Jobs satisfaction was taken as a key factor in today's job 
market especially when the industry is somewhat stagnant. Amon, the various factors 
the financial and non-financial rewards were also very important. And this concludes 
for the vital presence of factors like job satisfaction for the betterment of an industry. 
The results showed that the job satisfaction of bank officers was dependent upon pay, 
promotion opportuftitics. and rewards, relalion with boss and co workers and 
revealed the evident that the dependent variable satisfaction with pay has the expected 
positive effect on job satisfaction. Furthermore workers who were dissatisfied with 
their bosses were more sensitive to their pay in deciding on whether they were 
satisfied tiith their job. 
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"Twenty five banks critically ill; rumbles in the banking sector; at least one 
Nigerian bank in coma; twenty four banks are critically ill and some others have 
caught financial flu" news collected by Samuel, Osinovo and Chipunza (2009). 
Newspaper headlines that characterised hank distress in Nigeria in the early 2000s 
which saw about thirty-one distressed banks liquidated by the banking regulatory 
authorities — the Central Bank of Nigeria (CBN) and the Nigeria Deposit Insurance 
Corporation (NDIC). So, the main objective of the study was to assess the impact of 
financial distress in the Nigerian banking industry as it affected job satisfaction. 
perceived stress and psychological \yell-being of employees and depositors. Their 
research adopted case study as a strategy and employed independent groups design in 
order to get a balanced assessment of the subject. Self-developed questionnaire was 
administered to 105 respondents comprising of 61 bank employees and 44 bank 
customers. A total of 5 hypotheses were formulated and tested and the results showed 
that employees in healthy banks were more satisfied with their jobs than those in 
distressed banks; but the difference between their mean scores did not reach a 
significant level. Also, job satisfaction, perceived stress crud psychological well-being 
of individuals such cls enll)loyees, depositors and their respective clelmnclants badly 
affected thus putting the mental health of the entire society at risk. 
Shrivastava and I'urang (2009) examined the job satisfaction level of a public 
sector and private sector bank employees in India. Public and private sector banks 
differ with respect to their background and work culture. The study observed that the 
work culture of public sector banks was based on the concept of socio-economic 
responsibility, in which profitability is secondary. On the other hand, private sector 
banks work towards profitability. The main objective of the study was to compare the 
job satisfaction level of employees of' a public and a private sector bank and to 
ascertain whether the sectoral differences in terms of compensation, gruirth 
opportunities, social envjron,nent and job security influence einplo 'ees' perceptions 
of job wtfSliCcIOn. Results brought forth the fact that the sectoral differences in terms 
of compensation. growth opportunities, social environment and job security play a 
significant role in influencing employees' perceptions of job satisfaction. By 
leveraging this fact. jobs were enriched and made highly motivating and satisfying for 
the employees. But these were the results on the basis of the data collected by only 
two banks which was a big limitation of the study. 
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Merten and (iloor (2009) threw light on positive and negative e-mail usage 
patterns and its influence on job satisfaction by modeling e-mail interaction as 
communication in social networks. Knowledgeable workers use e-mail constantly 
throughout their working day, but at the same time it is a source of great stress. They 
conducted the e-mail analysis twice, First they did it for all e-mails exchanged among 
the employees of the company which resulted in a network reflecting the social 
position of an employee within the company. Secondly they repeated the analysis 
using the full e-mail archive including all the messages exchanged between 
employees, company customers, business partners, and the rest of the outside world: 
This resulted in a social network indicative of the role of an employee as it member of 
a much larger ecosystem. They found that when looking at the full communication 
network, job satisfaction decreased with increasing team betweenness. Also 
knowledge flow analysis through e-mail can be an extremely valuable tool for 
managers to discover hidden influencers and key personnel who otherwise might 
remain unrecognized, frustrated, and leave the company. 
Padala (2010) concluded that the job is not the only means of satisfying the 
employees' needs, but employees' spend nearly half of their life at work. To the 
society as a whole as well as from an individual employee standpoint job satisfaction 
is a desirable outcome. The study made an attempt to identify the various parameters 
for employee job satisfaction in Electronics Corporation of India Ltd., (ECIL) 
Hyderabad and examined the relationship between employees socio-economic 
character and the motivating parameters and to measure the level of employees' job 
satisfaction. The main attempt made in the present study was based on selected factors 
of job satisfaction: Salary and Allowance and Career opportunities were considered 
vital as job satisfaction factors. Subsequently challenging job, which creates 
opportunities for realization of one's potential was felt to motivate the employees at 
lower levels compared to higher level group. So, the organization followed a selective 
policy of adopting the 'Challenging Job' as a factor of motivation considering the 
perceptions of employees. 
Attar and Sweis (2010) stated that by using new technologies such as 
Computer-Aided Manufacturing (CAM), Virtual Reality (VR), Expert Systems (ES), 
and the internet gave companies an edge. New technologies resulted in employees 
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"working smartef' as well as provided high-quality products and more efficient 
services to customers. Companies that realized the greatest gains from new 
technology had human resource management practices that support the use of 
technology to create high-performance work systems. Work, training, programs and 
reward systems often needed to he reconfigured to support employees use of new 
technology by employees were considered the valuable assets to the corporation. The 
study focused on the perception of IT adoption and its relationship with job 
satisfaction for employees working in Jordanian contracting firms- The results of the 
study showed that more investment in technology would rather increase employee job 
satisfaction regarding intrinsic, extrinsic and general perspectives. 
Kaya et al. (2010) formed a positive relationship between HRM activities and 
organizational climate and job satisfaction in the Turkish banking sector. They 
suggested that if HR managers ignore employees' collective perceptions about the 
organization, they may cause a decline in terms of the positive influences expected 
from the LIR activities. The findings revealed that behaviour and attitudes, team work, 
written policy as HRH activities and managerial competence and consistency, 
workload pressr re, orgaen2atlonal boundaries, organizational ethics, and cohesion as 
the components of organizational climate have an important influence on job 
satisfaction. 
Ahmad and Yekta (2010) found the significant impact on both intrinsic and 
extrinsic job satisfaction. This consideration was pinpointed through questionnaire 
from 136 employees working in Tehran Cement Company. The study revealed that 
dissatisfaction of an employee lead them to less work commitment and high turnover 
from the organization, as well as physical withdrawal or they may retreat from the 
organization emotionally or mentally. The study measured respondents' intrinsic and 
extrinsic job satisfaction by using the Minnesota Satisfaction Questionnaire (MSQ) 
comprising ol'20 items of various aspects of the work environment on a 5-point Likent 
scale, which further used as a tool for the growth of industries and to make an 
increment in the level of job satisfaction. The study concluded that Iranian 
organizations to increase their employees' job satisfaction need to focus on improving 
the quality of the supportive relationships between the leaders and the employees. 
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Card et al. (2010) proposed and implemented new strategy for evaluating the 
effect of relative pay comparisons, based on a randomized manipulation of access to 
information on co-workers wages. Their empirical results provided credible field-
based evidence confirming the importance of the relative pay comparisons that have 
been identified in earlier observational studies of job satisfaction, and in some lab-
based studies. Specifically, they lend support to a strong version of inequality-
aversion in which negative comparisons reduce workers' satisfaction but positive 
comparisons have little or no impact. So, employees were surveyed about their job 
satisfaction and job search intentions and information treatment doubles the fraction 
of employees using the website, with the vast majority of new users accessing data on 
the pay of colleagues in their own department. They also found a symmetric response 
to the information treatment: workers with salaries below the median for their pay 
unit and occupation report lower pay and job satisfaction, while those earning above 
the median report no higher satisfaction. Findings indicated that employers have a 
strong incentive to impose pay secrecy rules in terms of workplace policies. 
Hunjra et al. (2010) focused in their study to determine the impact of human 
resource management practices like job autonomy, team work environment and 
leadership behaviour on job satisfaction and investigated the major determinants of 
job satisfaction in Pakistani Banking Sector. they found a positive and significant 
link between job satisfaction and practices like team work environment, job autonomy 
and behaviour of leadership. The study inferred that male and female workers have 
significantly different job satisfaction level. 
Neelamegam (2010) stated that demographic variables such as gender, age, 
educational qua(ifzcariorr, experience, marital status, and income have significant 
influence on employees' the job satisfaction. The study revealed that overall job 
satisfaction perceived by the batik employees was medium but only gender of the 
employees did not contributed significantly for the job satisfaction. 
Nawab and Bhatti (2011) showed the impact of employee compensation on job 
satisfaction and employees' organizational commitment among Pakistani university 
teachers. A questionnaire was developed and it was observed that employee 
compensation out omes were gaining popularity day by day and most of the faculty 
member's affective commitment was minimum but normative and continuous 
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commitment was strongly related with the financial compensation but non financial 
compensation has a strong influence on affective commitment on the employees. The 
study suggested that by identifying the impact of employee compensation in 
educational sector and fUrrhor helps organizations to foster organizational 
commitment and enhance their satisfaction level among faculty members. They also 
suggested developing a course of action for university's administration to cone up 
with practices which would enable them to attract and retain top level faculty at their 
institutions. 
Jegan and Gnanadhas (2011) mentioned that whether the banks are public or 
private the success depends upon its technological updated employees. Now the 
working culture has been totally changed and the burden of paper work is reduced and 
database management is improved with lesser strain of work load. The study 
pinpointed that employees were not satisfied from their job, working conditions, work 
cu/litre. The highly associating profile variables taken with their job satisfaction were 
age. designation and experience in e-banking services. Other profile variables like 
gender, monthly income, education level, nature of employment have insignificant 
association with their job satisfaction towards c-banking services. Findings suggested 
that those who were involved in e-banking services for a long period had high level of 
job satisfaction compared to those involved in e-banking services for a short period. 
In conclusion they treated satisfied customers as an asset for the banks- Due to e-
banking system, work culture totally changed and there were some problems due to 
which employees feel uncomfortable to work electronically. 
Khan et al. (2011) highlighted the problems faced by banking industry in 
Pakistan which badly affected the loyalty of the customers and the employees. The 
purpose of the study was to establish link between perceived human resources internal 
service quality practices with employee retentions in mediating environment of 
employee job satisfaction. This study was conducted in twin cities of Rawalpindi and 
Islamabad. The study concluded that internal service quality in human resource 
management had positive and significant effect on employee retention by assigning 
mediating role to employee job satisfaction. The study further concluded that there 
was no evidence of perceived variations in employee selection, employee training and 
development, work design, job definition and employee rewards and compensation 
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difforcnce in both public and privatized banks. Flowever, if both banks were 
comparatively analyzed public banks in term of internal service quality 
dimensionalities are lagging behind than privatized banks indicating that relatively 
less attention has been given to employee selection, employee training and 
development, work design. Job definition and employee rewards and compensation. 
Mutsvunguma and Cnvandure (2011) showed that the two groups- employees 
in banks, who handled cash and those who did not, differed significantly in terns of 
work stress. emotional exhauvtion, depersonalization and overall burnout [he 
findings of the study suggested the need for organizational support, skills 
development and the provision of wellness programmes for bank employees, They 
aimed to compare levels of work stress, burnout and life satisfaction between 
employees in a bank in inner city Johannesburg. The study consisted of 50 
participants from a bank and independent t-test was used for showing off the results. 
Emotional exhaustion among bank employees was seen in this study associated with 
huge customer traffic in Johannesburg. Some of the customers were not able to read 
or write; the bank tellers assisted them. This created problems for the bank employees 
and hindrance in their work which resulted in delays. the cash handlers reported more 
episodes of being emotionally detached from their routine work activities rather than 
the oilier group of employees. 
Sowmya and Panchanathant (201 I) pinpointed that highly satisfied employees 
in their jobs were more productive. They considered pay and promotion as an 
indispensibte factor to decide the satisfaction level of employees in banking sector. 
Other factors like: supervisory behaviour, pleasant organizational setup, working 
condition and interpersonal relationship among the workers ascertained the level of 
satisfaction within the working domain in banking sector. 
Sehgal (2012) explained that the successor failure of any organization largely 
depends on the satisfaction and dissatisfaction of employees. High job satisfaction 
considered the feature of well managed organization and fundamentally the result of 
effective behavioural management. The finding of the study revealed that were not 
much difference in the level of job satisfaction between public (LJCO) banks and 
private (Axis) banks, but regarding some factors like job security, salary offered to 
employees, benefits given to the employees and experience, the satisfaction level 
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dilTers in both the banks. The employees of UCO Bank were highly satisfied as 
compared to the employees of Axis Bank with the level of job security. When it 
comes to salary package in relation to the experience of employees, the employees at 
UCO Bank were more satisfied than the employees at Axis Rank. The employees at 
the UCO Bank were happy regarding the benefits they get like promotions appraisals, 
incentives etc. The study showed that highly experienced employees at UCO Rank 
were more satisfied with their job as compared to the employees at Axis Bank. 
Kameswari and Rajyalakshmi (2012) examined the relationship between 
satisfaction of employees with job, training and skill development activities, work 
environment, superior support co-worker support and reeogni/ion fur (he wurk done 
in State Bank of India in Visakhapatnam city. Firstly the study enriched on internal 
marketing and job satisfaction and related the [natter of job satisfaction with internal 
marketing. The concept of internal marketing had its origins in conventional 
marketing, where it has been recognized that high levels of customer service depend 
heavily on the personnel who interact with customers. The concept underlines that 
,.employees as customer" of which employees' needs have to he fulfilled by the 
business so that it benefits the business by way of improved working morale and 
commitment while reducing the turnover rate. Further the results revealed that the 
internal marketing dimensions had a significant impact on the satisfaction level of 
employees of State Bank of India. Public sector banks must concentrate on improving 
the internal quality of service to the employees to withstand the competition and 
emerge out successfully. 
Kord (2012) ascertained the relationships between job satisfaction and 
organizational commitment and also compared the mean scores of them. The results 
illustrated that c/jeclivu commitment, continuance cornmitrnenr, normallve 
comuritment sub-scales and Polo! scores of organizational coomninnent haw 
significant correlation with job satisfaction. The results also revealed that Indian banl 
employees have higher mean scores on job satisfaction questionnaire in comparisoi 
with Iranian counterparts. Eventually the results showed that there was not an 
significant difference between two groups on affective commitment, continuance 
conunitment sub-scales, and total scores of orgtmicational commitment scale. Bu 
there was significant difference between the mean scores of two groups on nonnative 
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commitment; the mean scores of normative commitment of Iranian bank employees 
were bigger than Indian bank employees. Furthermore. Indian bank employees were 
more satisfied with the work in which they have greater interest and the level of 
contact with co-workers other people, the working condition of Indian bank 
employees was more convenient than Iranian hank employees, also Indian employees 
are happier than their Iranian counterparts. The working hours of Iranian banks were 
longer than Indian hanks which resulted in dissatisfaction among Iranian bank 
employees. Another reason, the Indian hank employees were more satisfied with their 
work was due to benefits of promotion, while Iranian bank employees got less 
promotion and benefits, because their qualification were lower than Indian bank 
employees and occupational skills of Iranian bank employees were less than Indian 
bank employees. 
Rahman et at. (2012) suggested that the employers of private commercial 
hanks wanted to improve the job satisfaction of female employees in banks then they 
had to consider the following 12 variables: Adequate remuneration for work, Job 
evaluated rewards, Recognition.  for good work Satisfied provision salary increment, 
Salisfeed incentives and benefits, Salary increases on perjarmrance, Motivated to 
work, satisfied available opportunity, Training program regularly, .Satisfied space 
available lunch, breaks and prayer and Satisfied environment. 
Meena and Dangayach (2012) showed difference between the job satisfaction 
levels with their banks with regard to variables: health, wellbeing, improvement in 
employee productivity. good behaviour between staff, socially, best services, 
economically, improvement in banking sector and job satisfaction. The study was 
between public sector banks and private sector banks. They emphasized on the 
importance of employee in the organization that no organization can succeed without 
a certain level of satisfaction and effort from its employees and the interest was to be 
believed that the behaviours of satisfied employees make positive contributions to the 
organizational effectiveness and performance. In this study, public sector banks were 
highest as compared to private sector banks in terms of their satisfaction level. Hence, 
an employee of public sector banks was more satisfied as compared to private sector 
banks employee. 
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Ahmed and Uddin (2012) revealed that the job satisfaction of the bank 
employees mainly depended on variables like: .salary. promotion, supervision. 
benefits, rewards. opera//Jig procedure, relation of co-worker, nature of work. 
c•orrl1111117icano 1 etc. The study revealed that the overall satisfaction of the officers of 
the bank was at the satisfactory level. But from the analysis of the individual level of 
job three areas (promotion. salary and benefits) were identified sources of 
dissatisfaction among the employees. On the other hand, six different variables of job 
areas (supervision, operating procedure, co-workers, reward, nature of works and 
communication system) -,%-ere identified as sources of satisfaction among the bank 
employees. The overall result of the study showed that the officers of JBL were 
significantly satisfied with their job. 
.lain et al. (2012) had the following objectives: to study effective factors of job 
satisfaction, employees' satisfaction level, employees' satisfaction in the light of their 
designations. employee' satisfaction from welfare schemes, employees' satisfaction 
from compensation packages. Job satisfaction was measured on the basis of five 
variables: pai'. working conditions and service conditions, relation with superiors, 
peers, and ti%'or•kers and company as cr whole. It was observed that level of job 
satisfaction of private sector banks was significantly lower than in public sector 
banks. Employees in private sector banks observed that their jobs 'cre not secure. 
Also. the environment was highly competitive and job security was based on the 
performance of an employee and various other factors. In public sector banks, welfare 
policies were defined for the employees. So. in terms of security, promotion. and 
welfare policy, there was a clear difference between the both sectors. 
Bhatti et al. (2012) investigated the variables of job satisfaction and 
motivation in banking sector of Pakistan. Conclusively the research revealed that the 
existence of job characteristics in the banking sector employees and their job 
satisfaction level and motivational level does indeed increase because of five job 
variables. The results were very significant as the repression results showed that there 
was a significant effect of the job characteristics on personal outcomes and proved 
hypotheses regarding positive and significant relationship between job characteristics 
and personal outcomes. Independent variables included job characteristics like skill 
~cn•iely, task id.'ntiii', task significance, autonomy and . feedhack and dependent 
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variables included personal outcomes like general satisfaction, internal work 
motivation and growth .satisfaction. 
Shahzad (2012) opined very briefly that after performing a task, it is necessary 
for every employee to led i the satisfaction Crain his job. The results of the study found 
that the percentage of satisfaction level with different variables: 88 per cent bank 
employees were satisfied with their jobs, 52 per cent bank employees were satisfied 
with their working horns, 36 per cent of bank employees, were satisfied with their 
training programmes. 84 per cent of bank employees were having chance to grow- in 
their jobs. which was also a very positive sign for banking sector. 60 per cent of 
employee were loyal to their banks, they wanted to stay with their banks till 
reliremeni, 64 per cent of bank employees get influenced by pay and promotion, in 
private sector as well as in public sector, 16 per cent of employees think that their 
salary was equal according to their job responsibilities and 64 per cent of employees 
think that govt. sector was much better than private job importantly for job security 
and mental satisfaction. 
Khan and Parveen (2012) revealed the comparison between public and private 
sector banks on the basis of two variables, salary and promotion. Results showed that 
a significant difference exists between the job satisfaction levels of employees in both 
banks in relation to the salary and promotion and their related sub-variables. The 
mean values from both banks showed that there was little difference in the perception 
of the employee regarding salary and promotion. This further showed that recognition 
of all factors for job satisfaction is less in ICICI Bank as compared to Canary Bank. 
Siuha (2013) considered 5 factors: empowerment and work environment, 
relation with employees, salary and future prospects, training and work involvement 
and job rotalion. The study found that the employees' satisfaction determined on the 
basis of above five factors. Chi-Square test was used to view the satisfaction level of 
the employees against each variable found after using factor analysis for dimension 
reduction. Finally the inference was drawn that a few important factors that normally 
contribute to the employee satisfaction didn't have much impact on employee 
satisfaction, such as: welfare measures, role clarity, freedom of decision making and 
recognition at work. The innovativeness and creativeness of employees also took a 
back seat as It as their satisfaction level was concerned. 
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Chahal et al. (2013) included factors like salary of employees, performance 
appraisal system, promotional strategies, relationship of employees with management 
and other co- employees, training and development prograin, work burden and 
working hours. These were found important for improving level of job satisfaction of 
bank employees in Canata bank, increase in level of these factors improves overall 
satisfaction of the hank employees which was identified by using statistical tools. 
Variables like working environment of the employees, performance appraisal 
techniques, relationship with co-workers and grievance handling and safety provisions 
were contributed towards job satisfaction of employees in Canara Bank. These were 
the factors which lead to job dissatisfaction: working hours, training and development 
of the employees and the frequent transfers of the employees. 
Devi and Nagini (2013) examined the factors influencing job satisfaction: 
organizational factors, job related factors, and personal factor. The results revealed 
that there was a significant relationship between their socio-economic and 
demographic variables of the bank employees such as: designation, gender, age, 
marital status, experience, work status, nature of family, income, number of 
dependants and job satisfaction; whereas, there was no significant relationship 
between qualification, nature of the job and job satisfaction. Also, respondents were 
more satisfied with factors like working conditions in bank, benefits received, healthy 
work environment, welfare policies, challenging and responsible jobs. dignity and 
respect provided by the job, good opportunities for growth of employees and 
comparatively less satisfied with working hours, study or training leaves, attitude of 
management, work overload, tedious work and quality time for their family members, 
Further, the banking organizations ensured that their employees were satisfied with 
their jobs so that they enjoy the benefits and can attain the goals effectively. 
Bader and Hashim (2013) reported a high level of job satisfaction across all 
aspects: ability utilization, achievement activity, advancement, authority, company 
policies and practices, corpensation, co-workers, creativity, independence, moral 
values, responsibility, security, social service, social status, supervision - human 
relations. supervision — technical. variety at work because of the fact that within the 
previous years, salaries of bank employees in Libya had been increased by 100 per 
cent Significant differences found between male and female employees of Bank in 
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their level ofjob satisfaction but opposite with the case of their age. Also Employees 
holding secondary level education were found more satisfied than employees with an 
undergraduate degree 
Saleem et al. (2013) identified the impact of factors: rec ruuitmeni and selection 
procedures, organizational policy and strategy, nature of work, job stress, personality 
and communication on job satisfaction of employees in banking industry. Linear 
regression and correlation were applied for analyzing the data and results indicated 
that the factors: recruitment and selection procedures, organizational policy and 
strategy. nature of work, job stress, personality and communication were significantly 
related to job satisfaction and further indicate that job stress, communication and 
personality have a significant but weak impact on job satisfaction among the 
employees whereas recruitment and selection procedures, organizational policy and 
strategy and nature of work have a significant and strong impact on employee job 
satisfaction in banking industry. 
Oriarewo of al. (2013) investigated the relationship between job rewards and 
job satisfaction of employees in the Nigerian banking sector. It was found that job 
satisfaction was more related to extrinsic rewards than intrinsic rewards also age and 
gender differences moderates the relationship between job satisfaction and job 
rewards as in their analysis older employees were more satisfied than younger' 
employees, while the satisfaction levels with respect to the variable, job rewards 
received by the male and female employees varied. They reported that the age 
restrictions in employments in the banking sector have endeared age 
misrepresentation to bank job seekers. Hence, people whose ages were above the age 
ceiling were employed as young persons in our society. Also the situation where 
women in Nigeria were faced with the problem of low job opportunities, and when 
they got the job, they were greet with restricted promotions and allowances, taken as 
one of the reasons for the low job satisfaction. 
Panghal and Bltambu (2013) concluded that job satisfaction was closely 
related to the nature of work the quality of management, supervisor behaviour, co-
workers behaviour, pay, promotion, organizaiionai aspects and working environment 
have significant inclination towards optimistic supervisory behavior and pleasant 
organizational setup. It influences good employee performance and maintains good 
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employee health and longevity. The factor analysis identified that the job suitability as 
well as the working condition and other interpersonal relationship among the workers 
ascertained the level of satisfaction within the working domain in banking sector. 
Devi and Chundraiah (2013) opined that the dissatisfaction was greater in the 
age group of 40-50 years than in the age group of 30-40 years, women employees in 
commercial banks were more satisfied with their jobs as compared to men, positive 
relationship was found between status of employees and job satisfaction due to the 
fact that positions at high level provide more rewards than those at lower level, 
importance of salary may vary from job to job and front situation to situation. 60 per 
cent of employees were found dissatisfied with promotion policy of commercial 
banks so, they suggested to review promotion policy, 85 per cent expressed their 
satisfaction in the jnb .security, and relationship between leadership and job 
satisfaction is significant. Furthermore. relationship between working conditions and 
job satisfaction revealed that these were related to each other. 
Sinha and Kumar (n. d.) pinpointed that job satisfaction of private sector banks 
was comparatively slightly lower than in public sector banks because of the job 
insecurity. salary not u/ par with experience, not much value or credit was given for 
the tasks accomplished and monotonous nature of job. They considered job security 
as one of the most important ingredients of job satisfaction among bank employees. 
Secure job environment enhances the degree of job satisfaction and job security 
among employees. 
Yadav and Dabhade (2014) revealed the importance of work life balance for 
women employees. They conducted a comparative study among the working women 
of govt. colleges and national institutes of Bhopal in education sector and nationalized 
banks, running (heir in Bhopal for banking sector. They concluded that utilizing 
management skills enabled employees to have ajob satisfaction and balance between 
work and home tile. The study also revealed that there were many causes for stress in 
the workplace and the possibility for climinaling all of them was impossible. 
Moreover, both the sectors helped working women by implementing organizational 
strategies to control or reduce some of the major causes of stress. 
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Bowra and Nasir (2014) explored the impact of fairness of performance 
appraisal on employee motivation and job satisfaction and endeavors to influence 
banking sector of Pakistan. The study included dependent variables as motivation and 
job saliskiclion and independent variable was fairness of performance appraisal. 
Regression and Correlation analysis were performed to test the relationships with 439 
respondents. They concluded that to build satisfaction and motivation, managers 
needed to be well-advised to make the participants feel that the process was 
conducted fairly. They found the impact of fairness of perfonaanee appraisal on job 
satisfaction and motivation in employees of banking sector in Pakistan. 'the results of 
the study also found significant positive correlation between fairness of performance 
appraisal and job satisfaction. The findings suggested that firms interested in 
enhancing their employees levels of job satisfaction and motivation had at their 
disposal the nears by which they accomplished goals with a minimal investment. 
Jet and Saveeduzzafar (2014) examined the impact of human resource 
management practices on job satisfaction of private sector banking employees. They 
estimated regression model which identified that the HILM practices like training, 
performance appraisal, team work and compensalron had significant impact on job 
satisfaction, On the other hand, Employee Participation had no significant impact on 
job satisfaction of the employees of HDFC banks. They recommended that HDFC 
Bank to build new policies to improve employee's participation at middle level and 
senior level management. Other practices like training, performance appraisal, team 
work and compensation needed to be maintained in order to achieve high level of job 
satisfaction. 
Hossain (2014) opined on the relative importance of job satisfaction factors 
and their impacts on the overall job satisfaction of employees. '[he study showed that 
organizational factors like work conditions, pay, fairness, and promotion significantly 
influenced employee job satisfaction in Bank. So, individual factors such as age and 
gender did not significantly influence employee job satisfaction in Banks. The jest of 
the study was simply an observation that some employees seem better adjusted and 
happier at work and were able to cope well with the demands of the working 
environment while others were not. Another observation was that management seems 
not to be aware of what motivates (heir employees and to strategically utilize those 
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motivational tools to maintain high levels of job satisfaction, high productivity and 
morale. The study further concluded that bank employees were younger, mostly 
married, with a high level of education, and short years of work experience; there 
were 9 general factors affecting employee job satisfaction in Dank, which are: work 
conditions,, fairness, promotion. pay. education level, nvarriage, age and gender, and 
work experience 
Khan and Parveen (2014) attempted to find the degree of overall job 
satisfaction prevailing among the bank employees on different factors contributing to 
their job satisfaction, in the light of current realities. Results showed the mean and 
standard deviation of five variables, Salary. Compensation and Benefits, Promotion, 
Career Development, Training, Interpersonal Relations and Working Conditions and 
their sub variables in public and private sector banks in htdia. It was found that the 
two sectors have nearly identical levels of satisfaction with very less variation. There 
was a clear relationship between working time and job satisfaction. Job satisfaction 
was, however, positively related to working time flexibility. It was also evident that 
work-Iife balance had a similarly positive relation with job satisfaction. 
Khan and Parveen (2014) assessed the level of job satisfaction and 
contributing variables experienced by bank employees in India. The study compared 
the satisfaction level of employees working in Canara Bank and ICICI Bank through 
factors like Salary; Promotion and Training. the results revealed that job satisfaction 
of public sector hank employees was significantly higher than the private sector bank 
employees and the major causes of dissatisfaction as perceived by the respondents 
were poor salary, lack of promotional prospects, poor job status and absence of 
recognition for good work. Also Private sector bank employees were dissatisfied with 
job security as compared to public sector bank employees. On the other hand, public 
sector bank employees were suffering from poor working conditions and absence of 
incentive bonus. 
Research Gap 
Job satisfaction is one of the most researched topics of organizational behavior 
in India. Studies have revealed job-satisfaction to be of great significance for effective 
functioning of any organization. In fact there is much difference in the working 
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conditions, salaries paid and incentives being given by the Public Sector and Private 
Sector banks to their employees, hence the comparative study was undertaken to 
identify that whether there is difference in the level of job satisfaction of employees in 
a Public Sector bank (Canara Bank) and a Private Sector (ICICI Bank). 
Job Satisfaction has been studied on a big scale and presently there are 
varieties of studies present on Job Satisfaction for Indian Banking Sector. The 
perception of this sector about analytical job satisfaction factors needs to be further 
researched along with benefits which this sector hopes to achieve through analytical 
job satisfaction. This constitutes a research gap and has been the focus of this report. 
The existing studies have multiple points of views but none of them have offered an 
integral and specific study in Job Satisfaction with speciLc factors taken in this study, 
of employees in the Banking Sector with special reference to Canary Bank and ICICI 
Bank. 
Thus a need is felt to initiate research in this direction so us to evaluate a 
model and establish relationship between different parameters that will reflect the 
effectiveness and need of job satisfaction. Building a true objective model is not 
feasible, it is Netter to identify the practices at industry level and then move to 
generalization. The present work is an initial attempt at the industry level 
Need for Research 
Each and every research is useful for someone. This study will be helpful in 
many ways for many groups. Vow-a-days, there is no sector in which services of 
employees are not taken and them given preference too. When their work is so 
important, their Job Satisfaction is also very important point to be considered for the 
organizations. Therefore, the researcher wants to look inside the Job Satisfaction level 
of employees of Banking Sector. 
Following are the points which reveal about the usage of the present study: 
1. This study will he helpful to the educators to know more about the job 
satisfaction of the public sector banks. 
2. this study will be helpful to the educators to know more about the job 
satisfaction of the private sector banks. 
Page I  31 
3. Banking sector can identify the factors that lead to job satisfaction of 
employees through this research. 
4. In the age of globalization, privatization and liberalization, the study would 
help to improve the efficiency and working skills of all employees in the 
banking sector. 
5. The study will be helpful to increase the knowledge and will give proper 
guideline to the researcher who is interested to make additions in the present 
work to the subject of commerce and psychology. 
6. Educated society will know about the situation of employees of banking sector 
and their job satisfaction. 
7. The findings of the study will be useful to the educationist. 
The study is mainly intended to concentrate on the dependent variable: job 
satisfaction. The probing of other dependent variables includes Salary, Compensation 
and Benefits, Promotion, Career Development and Training, Interpersonal Relations 
and Working Conditions. The study is includes all the level of employees like, Branch 
Manager, Probationary officer, Cashier, Clerk and others from each sector- public 
sector banks and private sector banks. 
The employees of both the banks have been surveyed to examine their Job 
Satisfaction with reference to their age. gender, designation, work experience, 
qualifications. A well designed questionnaire has been used from sample respondents 
of the banks to measure and compare the Job Satisfaction level of the employees of 
the two sectors namely, private and public sector banks. 
Structure of the Thesis 
The study is spread over eight broad chapters and each is devoted to the 
subject matter as elaborated hereunder: 
The first chapter being introductory gives a synoptic view of the entire thesis. 
It presents the review of literature which contains old and up-to-date pertinent 
published literature in the form of books, journals, magazines, research reports and 
articles both domestic and foreign related to job satisfaction among employees. The 
review of literature brings in existence the gap emerging from these works for further 
research as well as this chapter also includes outline of the chapter plan. 
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The purpose of the second chapter is to reintroduce existing theory of Job 
Satisfaction. This chapter covers the meaning and definitions of Job Satisfaction. It 
also includes importance of Job Satisfaction to \\orkers and organization, models of 
Job Satisfaction and factors influencing Job Satisfaction. Different studies have 
revealed and varied number of job factors like Company and Administrative Policies, 
\\ orkinu Conditions. Supervision, Salary, Interpersonal Relations, Work Itself, 
Achievement. Recognition. Responsibility. Advancement. Age. Occupational Level, 
Occupational Size, Quality of Work Life (Q\VL), Gender etc. 
The third chapter deals with the development and history of Indian Banking 
Sector. This chapter analyses the performance of the banking, system using major 
indicators of banking activit1 and soundness for select advanced and emerging 
economies. It also looks into the detailed individual performance of the banking 
systems in advanced and emerging economies1 economy-groups. Finally, at the 
institutional level, it analyses the performance of the public sector and private sector 
banks having major global presence. It also includes the meaning, services and brief 
introduction of the Banking Sector in India. This chapter covers the introduction. 
location and demography. organizational structure of Banking Sector in India. 
Chapter fourth and fifth are dedicated to study the profile of sample banks. 
The fourth chapter covers the introduction, location and demography. organizational 
structure and branches of Canara Bank. It also explains the performance of public 
sector banks and their innovation and various aspects and services. The profile of 
IC'ICI Bank. its location, demography, organizational structure and various branches 
are discussed in chapter fifth. It also reveals the performance of the private sector and 
their IT majors. The performance of' public sector banks through various means has 
also shown in this chapter. Private sector and its contribution to the economic 
development have great importance for the banking sector. 
The sixth chapter is concerned with the Research Methodology. It deals with 
the entire research methods and techniques used and present the statement and 
objectives of the study, importance of the study, limitation and hypotheses of' the 
study, it combines methodology followed in carrying out the present stud\,. 
Chapter seventh deals with the research results. It reveals the data analysis and 
interpretation and presents various statistical techniques used for data analysis to 
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examine the hypotheses of the study. All these statistical analysis and interpretation 
are shown in this chapter. All the variable study has been done with the help of 
various statistical tools like mean, standard deviation, t- test, multiple regressions. 
path analysis using SPSS Amos and frequency distribution of geographical and 
demographic information in the form of tables, charts and graphs. 
Eighth and final chapter is devoted to the major findings of the study. 
Important suggestions which are based on the results of analysis done in previous 
chapters to help in necessary changes and recommending same to the banking sector. 
practitioners, scholars and others have also been the main emphasis of' this chapter. 
Needless to mention that the suggestions are based on the data analysed and 
interpretation from both public and private sector banks of selected regions. At the 
end the areas of further research have also been explored. 
Summary 
l'his chapter is mainly dedicated to the introductory background of the entire 
research project. The review of literature and research gap along with need for 
research and structure of the thesis are also discussed briefly. In the next chapter 
conceptual and theoretical framework of the subject platter along with the various 
theories of job satisfaction have been discussed in depth. 
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Chapter!! 
Conceptual and Theoretical Framework of Job Satisfaction 
The preceding chapter highlighted the introductory aspects of the entire 
research. This chapter emphasises on the conceptual and theoretical framework of the 
subject matter. Various theories of job satisfaction are also discussed in depth. 
Introduction 
A major part of people's life is spent in job which is a social reality and social 
expectation. Even then only economic motives have never satisfied people. It is 
always of greater interest to know why people work and at which level and how 
he/she satisfied with the job (Khalid and lrshad, 2010, p. 570). An organization is 
made up of a number of people who strive to achieve the organization's goals and 
targets. Human resources have a significant impact on the profitability, efficiency and 
overall organizational effectiveness. But, human beings differ from one another is 
their basic mental abilities, skills, approaches, qualifications and also behaviour which 
account for their complex behaviour patterns and psychological makeup. Such 
difference gets multiply when they interact with one another in a group or in an 
organization. 'phis generates different styles of management, values, feelings, beliefs 
and opinions of the employees. They must be properly groomed in order to take risks, 
work efficiently, think innovatively, and handle new technological problems. In the 
competitive environment, employees of any business organization are the key factor 
for deciding the success of the firm, in general, and cooperatives in particular (Ramu, 
2013. p. I). Satisfaction is dynamic, it can go as quickly as it comes. It is a positive 
emotional state that occurs when a person's job seems to fulfil important values, 
provided these values are compatible with one's needs. Satisfaction is a pleasurable or 
positive emotional state resulting from the appraisal of one's job experience. In short, 
satisfaction is a synchronization of what an environment requires of its people and 
what the people are seeking of the environment (13hatt, 2004, p. 5). 
The organizations have seen many changes over the years, which have put 
new challenges and realities in front of the employees. It is seen that this change is 
more evident in the case of public sector that are forced to match steps with private 
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sector to cope up with the emerging competition and technological advancement. This 
has resulted in a total attitudinal change for the employees. This has not been simple 
and has put new pressures and realities in front of the employees iced with a huge pile 
of inconsistencies in front of them. So, employees are facing more pressures. On one 
side they are expected to monitor, administer and manage the changing technology 
and on the other hand to be the spokesperson for the society. This contradiction of the 
changed circumstances plus the challenges to counter their own problems has put 
them in an unenviable position. So, attempts are made not only to ascertain the degree 
of overall job satisfaction prevailing among the employees but also to elicit 
employees' views on the different factors contributing to their job satisfaction, in the 
light of current realities (Kantal and Sengupta, 2008, p. 229). 
Two major factors have captured most of the attention in an organisation: job 
satisfaction with job alternatives. People who are satisfied with their jobs (e. g., 
evaluate positively their salary, supervision chances for pro notion, inter personal 
relations, work environment and tasks they do) will stay, while those who are not will 
leave. There are ninny factors which increase the level of job satisfaction, such as pay, 
job enrichment, good supervision, clear roles and met expectations. On the other 
hand, dissatisfaction is associated with job stress, repetitive work, role ambiguity, and 
rule overload. Economic. factors including pay, benefits and rewards, influence job 
satisfaction. Thus it is good and solid advice to design the jobs and manage work 
environments to maintain a high level ofjob satisfaction (Mitchell et al, 2001, p. 97). 
An alternative approach proposed by Sousa-Poza and Sousa-Poza, is based on 
the assumption that there are basic and universal human needs that if an individual's 
needs are fulfilled in their current situation then that individual will be happy. Having 
an exhausting job has the largest negative effect on job satisfaction. This framework 
postulates that job satisfaction depends on the balance between work-role inputs — 
such as environment, working time, effort - and work-role outputs - wages, fringe 
benefits status working conditions and intrinsic aspects of the job. If work-role 
outputs increase relative to work-role inputs, then job satisfaction increases (2000, p. 
529). 
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Concept of. Job Satisfaction 
The meaning of job' as a post or appointment is of primary importance. Every 
job is an instance of the employment relationship, embodying a contract (substansive 
or implied) to exchange an ability to work (labour, provide service, exercise 
ingenuity, direct efforts of others, etc) for rewards (both material and symbolic). True 
performing work tasks provide a stream of experiences, technical and social, that can 
energise psychosncial responses: any resulting data summarising these reactions are 
indispensable. However, such data must not be weighted higher than those concerning 
experiences of the overt (or ostensible) contractual terms — above all, those 
concerning pay and job security (Ozen, 2013, p. 61) 
If people compare their achievements and the resulting awards with the others' 
achievements and awards, and if the result is balanced, then we can talk about job 
satisfaction. In contrast, if the result is Unbalanced, then dissatisfaction will exist. In 
addition, if some workers receive several awards compared to others, this will result 
in a feeling of guilt after a certain period of time. So, satisfied employees have it 
favourable evaluation of their job. based on their observation and emotional 
experiences. In addition to this job satisfaction is really a collection of attitudes about 
specific facets of the job. Employees can be satisfied with some elements of the job 
while simultaneously being dissatisfied with others and the research was concluded 
by Adams (1963, p.424). 
Job satisfaction is a positive attitude towards one's job. A large number or 
research studies have established that job satisfaction is derived from caused by a 
number of inter related factors. A concept related to job satisfaction is job 
involvement. Job satisfaction of employees has been reported to vary with their 
occupational levels. Formally defined "job satisfaction is the degree to which 
individual feels positively or negatively about their jobs. It is an attitude or emotional 
response to one's tasks as well as to the physical and social conditions of the work 
place. According to Fieldman and Arnold, '`Job satisfaction defined as the amount of 
overall positive effect that individuals have towards their job". Locke defined job 
satisfaction as "a pleasurable or positive emotional state resulting from the appraisal 
of job or job experience. In the opinion of Davis and Newstrom. Job satisfaction is a 
set of favourable or unfavourable feeling with which employees view their work. 
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Also, Job satisfaction means good or positive attitude or feeling towards one's job. It 
is important to mention that an individual may hold different attitudes toward various 
aspects of the job. Character of individuals' also influences job satisfaction. 
Individuals with high positive effectively are more likely to be satisfied with their 
jobs. 
Jegan and Gnanadhas (2011) raised the following three important dimensions 
for job satisfaction: 
• Job satisfaction being an emotional response to a job cannot be seen. As such, it 
can only infer. 
• Job satisfaction is often determined by how satisfactorily outcomes meet or 
exceed one's expectations and 
• Job satisfaction represents an employee's attitudes towards five specific 
dimensions of the job; pay, work itself, promotion, opportunities and supervision 
with co-workers. 
Definitions of Job Satisfaction 
Job satisfaction has been defined in several different ways and a definitive 
designation for the term is unlikely to materialize. Job satisfaction is simply how 
people feel about theirjobs and different aspects of their jobs. It is the extent to which 
people like (satisfaction} or dislike (dissatisfaction) their jobs (Report, 2007). Scholars 
defined the job satisfaction from different angles. Some of these definitions are_ 
• Davis, "job satisfaction" is the favourableness or unfavourableness' with which 
employees view their work. It expresses the amount ofagreement between one's 
expectations of the job and the rewards that the job provides." 
• Robbins: "job satisfaction" is the general attitude toward one's job, the difference 
between the amount of rewards workers receive and the amount they believe they 
should receive. 
• Ivancevich and Matteson, "job satisfaction is an attitude that individuals have 
about their ,jobs." 
• Organ and Hammer.. "job satisfaction is a person's attitude toward thejob." 
• Randolph and Blackburn, "job satisfaction is an attitude interpreting the extent to 
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which an employee expresses a positive affect (or feeling) orientation toward a 
job. 
McShone and Vonlllinow, "job satisfaction is a person's evaluation of his/her job 
and work content." 
• Encyclopaedia of Career Change and Work Issues has defined it as `Satisfaction 
come from the Latin, "to make enough." to fulfil requirements. lob satisfaction, 
then, is the feeling people have when they evaluate how well (or how poorly) 
their jobs fulfil their requirements — what they expect to get out of their jobs." 
. International Dictionary of Management has defined it as "Extent to which an 
employee is pleased or satisfied with the content and environment of his or her 
work or is displeased or frustrated by inadequate working conditions and tedious 
job content" 
• McCormic and Tiffin, "Job satisfaction is the total of the sentiments related with 
the job conducted. If the worker perceives that Ins/her values are realized within 
the job she/lie improvises a positive attitude towards his/her job and acquires job 
satisfaction." 
. 	Blunt and Naylor, "job satisfaction as a general attitude of the workers 
constituted by their approach towards the wages, working conditions, control, 
promotion related with the job, social relations in the work. recognition of talent 
and some similar variables, personal characteristics, and group relations apart 
from the work life." 
Davis. "job satisfaction is the favourableness or unfavourableness with which 
employees view their work. It expresses the amount of aereenient between ones 
expectations of the job and the rewards that the job 	provides. 	Since job 
satisfaction involves expectations, it relates to equity theory, the psychological 
contract, and motivation." 
Kahn, "job satisfaction does not seem to reduce absence, turnover and perhaps 
accident rates." 
. Arnold and Feldman, "job satisfaction defines as the amount of overall positive 
affect (or feeling) that individual have toward their jobs." 
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• DuBrins, job satisfaction is the amount of pleasure or contentment associated 
with a job. If you like your job intensely, you will experience high job 
satisfaction. If you dislike your job intensely, you will experience job 
dissatisfaction." 
Job satisfaction is phenomenon of different aspects to which employees in 
organization respond effectively. A commonly accepted definition of job satisfaction 
is offered by Locke (1976}, The pleasurable emotional state resnRing from the 
perception of one's job as fulfilling or allowing the fulfilment of one's important job 
values". In light of above definitions, we can define the job satisfaction as the sum of 
all negative and positive aspects related to the individual's salary, his/her physical and 
emotional working conditions, the authority he/she has, the autonomous usage of this 
authority, the level of success he/she has maintained and the rewards given Sue to this 
success, tile social statute maintained in relation with hislrcr job, and his/her relations 
with his/her colleagues and administrators. Individual elements do not result in the job 
satisfaction. Job satisfaction can only be mentioned if all these elements exist in a 
place in harmony. 
A number of definitions concerning the nature of job satisfaction have been 
advanced. In 1934, English defined job satisfaction as the "state of a person whose 
tendencies have (for the moment. at least) reached their goal or the affective condition 
of a person who has gained his desires'. Then in 1935, Hoppock described job 
satisfaction as any combination of psychological, physiological, and environmental 
circumstances that causes a person truthfully to say, 'lain satisfied with my job'. In 
1964, Vroom defined satisfaction as valence, or anticipated satisfaction of an 
outcome. Later. Smith, Kendall and Hulin (1969) associate job satisfaction with the 
feelings a worker has about his job that arc related to the perceived difference 
between what they think is fair and reasonable and what they actually experience 
(Goodall and Moore. 2003). 
The Benefits of Job Satisfaction Studies 
Employees who want to maintain statute, high ranks and authority provide 
their capabilities such as knowledge, ability, education, health etc. to their jobs for 
which they spend Most of their time. The employees who cannot meet their 
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expectations with regard to theirjobs become dissatisfied. Thus, dissatisfaction affects 
the organization for which an employee works. 'If job satisfaction studies are 
properly plarmed and administered, they will produce important benefits both 
generally and specifically (tall and Ziadi, 2008, p.166)" 
Monitoring Attitudes 
One benefit of attitudes is that they give management an indication of general 
levels of satisfaction in a company. It also indicates the specific areas of 
satisfaction/dissatisfaction (such as employee service) and the particular groups of 
employees. In other words a survey tells how employees feel about their jobs, what 
part of their particularly affected, and whose feelings are involved. fhe survey is a 
powerful diagnostic instrument for accessing broad employee. 
Additional Benefits 
Surveys to monitor the attitudes of the employees have many benefits. The 
flow of commmnication in all directions is improved as people plan survey, take it, 
and discuss its results. Survey can serve as a safety value or emotional release, for 
people to get things off their chests and later feel better about them. Training needs 
can also be identified since employees can report how well they feel their supervisor 
performs certain parts of the job, such as delceating work and giving adequate 
instructions. It also help managers plan and monitor new programs by getting 
feedback on proposed changes in advance and then conducting a follow up survey to 
evaluate the actual (Newstorm and Devis, 2007, p. 215). 
Theories of Job Satisfaction 
The employee satisfaction theories, employee satisfaction measurement tools 
and measurement indicators, as well as the impact of employee satisfaction factors are 
widely studied, but still there are very limited theories on employee job satisfaction, 
specifically with respect to factors aliectingjob satisfaction. 
By studying the factors affecting job satisfaction and related theories, one can 
effectively help the enterprise to understand the factors affecting employee job 
satisfaction; by understanding employee demands and requirements, one can also help 
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the enterprise effectively manage employees and increase the management efficiency. 
increase the employee's loyalty and achieve a higher customer satisfaction. 
Job Satisfaction is a widely researched topic in an organizational psychology. 
l)espite the volume of research on the subject. theories of what causes satisfaction are 
not highly developed. Most are offshoots of general motivation theories. The basic 
tenets of the major approaches to job satisfaction and the consensus of opinion as to 
the general empirical standing are shown in Table (2. I). 
Table (2.1): Major Approaches to Theories of lob Satisfaction 
Name / Description Related Basic Tenet Empirical 
Theory of Support 
Work 
Motivation 
I N o factor or ioh 	"atistaction 	atiti 	job 
Motivation / Hygiene Need "Theory dissatisfaction are separate Negative 
(Heriberg, Mausner issues; satisfaction comes 
and Snv,derman, 1959) only from factors intrinsic 
to work itself: 
Social 	comparison 	or ' t Satisfaction 	depends 	on 
Facet 	Satisfaction Cognitive perception 	of job 	inputs, Little 
(Lawyer, 1973) Theories job characteristics, and job 
outputs 	relative 	to 	other 
people. 
Value Theory Satisfaction 	comes 	from 
(Locke, 1965) Need Theory being 	able 	to 	achieve Insufficient 
things 	one 	values 	by Research 
I means of job relative to I 	
1 j other people. 
Opponent Process Satisfaction 	varies 	over 
(Landy, 1978) None Directly time forces always acting Insufficient 
Related to reduce it. Research 
Subtractive 	or 	Need Satisfaction 	from 	low 
Discrepancy 	(Porter, Need Theory discrepancy between what Little 
1961) person needs and what job 
gives. 
Instrumentality Satisfaction 	depends 	on 
(Porter 	and 	Lawler, Expectancy match 	between 	expected Little 
1968) Theory and obtained rewards. 
Source: Ghosh. P. K. and Ghorpadc, M. B. (1991). Industrial and Organizational 
Psychology. Himalaya Publishing House. itlumhai. 
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Factors affecting Job Satisfaction 
Many investigations have been carried out to find out various factors that lead 
to job satisfaction. In most of these studies, job satisfaction has been treated as the 
dependent variable and the factors assumed the role of independent variables. The 
factors contributing to job satisfaction seem to vary in terns of their nature, 
complexity and intensity in different occupational contexts. But certain factors stand 
out assuming importance in almost all conditions. In general, intrinsic aspects of the 
job, such as, supervision, working conditions, wages, opportunity for advancements, 
security, inter-relationships with boss and co-workers, communication, job benefits 
and social aspects of job, emerged as independent variables affecting job satisfaction. 
One analytical approach to the source of job satisfaction is to look at the group that 
seem to have the most of it professionals and managers and to observe what they have 
that others workers do not have, or do not have in as great measure. Some of these 
factors in detailed version are: 
• Company and Administrative Policies 
An organization's policies can be a great source of frustration for employees if 
the policies are unclear or unnecessary or if such policies are not binding on all 
employees. Although, employees never feel a great sense of motivation or satisfaction 
due to some policies, it can decrease dissatisfaction in this area by making sure your 
policies are fair and apply equally to all. 
Also some printed copies of policies and procedure should be easily accessible 
to all members of the staff. If written manual is not available, should be created one 
by soliciting staff input along the way. If already have a manual consideration should 
be taken to update it (again, with staff input). If some policies are unreasonably strict 
or whether some prescribed penalties are too harsh then formal steps should be taken 
to correct it. 
• Supervision 
'10 decrease dissatisfaction, wise decisions should be taken while appointing 
someone to the role of supervisor. One should be aware of the thins that good 
employees do not always make good supervisors. The role of supervisor is extremely 
difficult. It requires leadership skills and the ability to treat all employees fairly. 
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Supervisors should use positive feedback whenever possible and should establish a set 
means of employee evaluation and feedback so that no one feels negatively singled 
out. 
• Salary 
The old adage "you get what you pay" tends to be true when it comes to staff 
members. Salary is not a motivator for employees, but they do want to be paid fairly. 
If individuals believe they are not compensated well, they will be unhappy working in 
an organisation. Salary surveys or even local help-wanted ads to see whether the pay 
and perks offered are comparable to those of other offices in the area. In addition, 
make sure every employee have clear policies related to salaries, perks, raises and 
bonuses. 
• Co-worker Relations 
It should be remembered that part of the satisfaction of being employed is the 
social contact it brings, so when employees are allowed for a reasonable amount of 
time for socialization (e.g., over lunch, during breaks,) will be beneficial. this helps 
employees to develop a sense of camaraderie and a spirit of teamwork. At the same 
time, if needed, one should also crack down on rudeness, inappropriate behaviour and 
offensive and undesirable remarks made by the employees. If an individual continues 
to be disruptive in spite of being asked to behave properly, then a charge should be 
taken of that situation by harsh decision of discouraging him or her from doing this 
undesirable practice of disruption. 
• Working Condition$ 
The environment in which people work has a remarkable effect on their level 
of satisfaction for themselves and for the work they are performing. Employee should 
do everything which can keep them equipped and facilities up-to-date. Even providing 
a nice chair can make a world of difference to an individual's psyche. Also, if 
possible, avoid overcrowding and allow each employee his or her own personal space, 
whether it is a chamber, desk, a locker, or evenjust a drawer. If employees have been 
placed in close quarters with little or no personal space, then there is bound to be 
stress and interpersonal friction among them. So, it is also an important factor to 
maintain the level of job satisfaction. 
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• Work Itself 
Most important factor for the satisfaction of an employee is to maintain the 
belief that the work they are doing is important and that their tasks are meaningful 
Employees should he allowed to emphasize their contributions in a way that can result 
in positive outcomes. Owners should share their stories of success about how an 
employee's actions made a real difference in making a process better and efficient. 
Make a big deal out of meaningful tasks that may have become ordinary. It is not 
possible that employees may find all their tasks interesting or rewarding, but 
supervisors should show the employees how those tasks are essential for the overall 
working that makes the system success. This will help in removing certain tasks that 
are truly unnecessary and can be eliminated resulting in greater efficiency and 
satisfaction. This in return can be really beneficial for the owners as well as the 
employees and would lead to make an increment in their satisfaction level. 
• Achievement 
One premise inherent in Herzberg's theory is that most individuals sincerely 
want to do a good job. To help them, make sure employees are placed in positions that 
use their talents and are not set up I'or failure. They should set clear, achievable goals 
and standards for each position, and make sure employees know what those goals and 
standards are. Employees should also receive regular and timely feedback on how 
they are doing and should feel they are being adequately challenged in their jobs. It 
should be careful seen as not to overload employees with challenges that are too 
difficult to achieve as that can be paralyzing to their effort. 
• Recognition 
Employees at all levels of the organization want to be recognized for their 
achievements on the job. Their successes don't have to be monumental before they 
deserve recognition, but to praise on their good works should be sincere and heart-
felt. If it is noticed that employees doing something well, no time should be taken to 
acknowledge their good work. Supervisors should not hesitate to publicly thank them 
for deft handling a situation. A note in appreciation should be given of their good 
work or a bonus, if appropriate, or may even establish a formal recognition program, 
such as "employee of the month." 
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Employees will he more motivated to do their j 	well if they have 
ownership of their work. 'this requires giving employees enough freedom and power 
to carry out their tasks so that they feel they `own" the result. As employees mature in 
their jobs. they should be provided opportunities and added responsibility. Be careful, 
however, that it does not simply add more work. instead, ways should he found out to 
add challenging and meaningAil work, thereby giving the employee greater freedom 
and authority as well 
• Advancement 
If it is not possible to have an open position to promote a valuable employee. 
then consideration for giving him or her new designation should be taken that reflects 
adequately the level of work he or she has achieved. When feasible, organisation 
should support employees by allowing them to pursue further education that will 
make them feel more fulfilled professionally. This will further help in the organisation 
in updating work and will lead to economic development. 
• Age 
As workers grow older, they tend to be slightly store satisfied with their jobs. 
There are a number of reasons, such as lower expectations and better adjustment to 
their work situation because of long experience with it. Younger workers, on the other 
hand, tend to be less satisfied because of higher expectations, less adjustment, and 
other causes (Family Practice Management, 1999). 
• Occupational Level 
People with higher-level occupations lend to be more satisfied with their jobs. 
They usually are better paid, have better working conditions and their jobs make filler 
use of their abilities; therefore they have good reason to be more satisfied. The result 
is that managers and professionals usually are more satisfied than skilled workers who 
tend to be more satisfied than semiskilled and unskilled workers. 
• Organizational Size 
Organizational size often is inherently related to job satisfaction. The term 
"orpaIiLation size" refers to the size of an operating unit, such as a branch plant, 
rather than that of an entire corporation or government unit. As organizations grow 
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larger. job satisfaction tend to decline moderately unless corrective action is taken to 
offset the trend. Without corrective action, large organizations tend to overwhelm 
people and disrupt supportive processes such as communication, coordination. 
motivationetc (Davis, 1977). 
• Quality, of Work Life (QWL) 
It rel'ers to the favourableness or rmfavourablcness of a total job environment 
for people. QWL programs are another way in which organizations recognize their 
responsibility to jobs that are excellent for people as well as for the economic health 
of an organization. 
There have been divergent views at to what really is QWL. It has become an 
umbrella term for a host of activities and has been defined differently by different 
people at different times. Glasier (1976) concluded that the term QWL more than job 
security, good working conditions, adequate and fair compensations, more even 
than an equal employment opportunity. Furthermore, the concept of QWL is 
considered as multi-dimensional. Walton (1982) provides eight conceptual categories 
for analysing the features of QWL, They are: 
1. Adequate and fair compensation. 
2. Safe and Healthy working conditions 
3. Immediate opportunity to use and develop human capacities 
4. Future opportunity for continual growth and security 
5. Constitutionalism 
6. Total life span 
7. Social relevance of work life (Mukherjee, 2010). 
• Gender 
Some people see job satisfaction of "what is expected and what is received". 
Thus if one expects little and gets little, one will be satisfied. At the same time if one 
expects a lot and gets a lot, one also will be satisfied. However, if one expects a lot 
but gets little, one will be dissatisfied. 'the basic argument is that although women 
receive less from their jobs than men do, they have tower expectations and hence 
perceive themselves as being just as satisfied men. 
Page 1 56 
A study by Murray and Atkinson (1981) investigated this argument. They 
reasoned that if the expectancy notion was correct then women should be more 
satisfied than men, if job height and work rewards are held constant. Their finding 
supported this hypothesis. In this vein, in a study by the Association of university 
teachers, there were significant gender differences recorded in perceived job 
satisfaction. Male respondents, on average reported that they gained less satisfaction 
from their jobs compared to their female counterparts (Kinntan, 1998). 
Elements of Job Satisfaction 
The following 32 elements of job satisfaction reveal the detailed version of 
this concept. These are the factors which determine the level of job satisfaction in the 
organisation. 
1. Career Development 
• Organization's eomsnitmeWt to professional development 
• Career advancement opportunities within the organization 
• Career development opportunities for learning and professional growth 
(mentorships, cross training. etc.) 
• Job-specific training 
• Opportunities to network with others (within or outside the organization) to help 
in advancing one's career 
• Opportunities to use skills and abilities in work 
• Paid training and tuition reimbursement programs 
2. Relationship with Management 
• Communication between employees and senior management 
• Autonomy and independence to make decisions 
• Management recognition of employee job performance (feedback, incentives, 
rewards) 
• Relationship with immediate supervisor 
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3. Compensation and Benefits 
Organizations that have better compensation management system put a very 
positive impact on their employees. It is also logical that employees with better 
compensation vill he more satisfied with their job and also committed with the 
organization. 
Chart (2.2): Relationship between Compensation and Job 
Satisfaction and Organizational Commitment 
Source: Nawab and l3hatt, 2011. 
• Compensation 
• Pay 
• Opportunities for variable pay (bonuses, commissions, monetary rewards for ideas 
or suggestions) 
• Stock options 
• Being paid competitively with the local market 
• Benefits 
• l Iealth care/medical benefits 
• Family-friendly benefits (life insurance for dependents, subsidized child care. 
elder care referral service, etc.) 
• Paid time off (vacation. holidays, sick days, personal days, etc.) 
• Retirement benefits (defined contribution plans such as 401(k) and other defined 
plans such as pensions) 
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• Flexibility to balance life and work issues (alternative work arrangements, 
including job sharing, flex schedules. telecommuting. etc.). 
4, Work Environment 
• Feeling safe in the work environment 
• Job security 
• Meaningfulness of job 
• Organization's commitment to corporate social responsibility 
• Organization's commitment to a green' workplace 
• Overall corporate culture of the organization 
• Relationships with co-workers 
• Contribution of work to organization's business goals 
• Work itself 
• Variety of work (Victor, and Society for Human Resource Management, 2009). 
Vital Status of Job Satisfaction 
Job satisfaction is one of the most important factors in organization for 
achievine desired objectives. It has received significant attention from researchers in 
recent years. The interest in job satisfaction is due to the correlation between 
satisfaction and employee behaviour. More satisfied workers are less likely to leave 
their job and have higher productivity. So its importance is enhanced by the common 
belief that it has a major impact on job performance. There is, in fact, considerable 
evidence of the truth of this belief (Ranz et al., 2001, p. 526). After all, it seems 
logical that satisfied employees are asset for the organization, which is defined as a 
`more productive" employee. However, many studies have been carried out to 
maintain a positive and umnistakable correlation between high level of job 
satisfaction and high productivity. Murray has attempted to correlate job satisfaction 
with efficiency, absenteeism, turnover, and various other aspects of performance. As 
the importance of job satisfaction rises in the minds of workers, they are more likely 
to consider it as a reason to stay with their current job or accept ajob offers elsewhere 
(Murray, 1999. p. 3). 
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The three main reasons to clarify the importance of job satisfaction: First, 
organizations can be directed by humanitarian values. Based on these values they will 
attempt to treat their employees honourably and with respect. .lob satisfaction 
assessment can that serve as an indicator of the extent to which employees are dealt 
with effectively. High levels of job satisfaction could also be a sign of emotional 
wellness or mental fitness. Second, organizations can take on a utilitarian position in 
which employees' behaviour would be expected to influence organizational 
operations according to the employees' degree of job satisfaction/dissatisfaction. Job 
satisfaction can be expt-essed through positive behaviours and job dissatisfaction 
through negative behaviours. Third, job satisfaction can be an indicator of 
organizational operations. Assessment of job satisfaction might identify various levels 
of satisfaction among organizational departments and, therefore, he helpful in pinning 
down areas in need of improvement (Green, 2000, p. 7). 
Job Satisfaction and Related Variables Studied in Research 
1. Job Satisfaction and Salary, Compensation and Rewards 
All and Akram, (2012) concluded that if organizations want to retain 
competitive employees, they must be able to provide them good working conditions, 
competitive salaries, employment security and autonomy. Further concludes that 
financial aspects especially salary is the most important among all the variables 
because each employee needs a livelihood to support his/ her family. Job satisfaction 
dimensions jointly and independently predict job performance as pay, the quality of 
the supervisor-subordinate relationship: employees' opportunities for promotion 
significantly affect the job satisfaction and performance of employees reported by 
Funmilola, Sola, and Olusola, (2013). Appelbaum (1991) states that now a (lays, 
many companies identify innovation strategies that are directly linked to improve 
organizational performance and effectiveness. There are many approaches to 
incentive compensation such as cash, bonuses, stock purchase and profit sharing. 
These can affect the worker performance as well as job satisfaction which contribute 
to the worker productivity. 
Management evaluates the performance results of the individual either 
lbrmally or informally, and two types of rewards can be distributed: Intrinsic or 
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Extrinsic. The individuals evaluate the rewards to the extent the rewards are 
satisfactory and equitable; the individual achieves a level of satisfaction (Davis, 
1981). 
• Intrinsic Rewards: 
Intrinsic Rewards are those that individuals receive for themselves. They are 
largely a result of the workers satisfaction with his job. Techniques like job 
enrichment and efforts to redesign or restructure work to increase its personal worth 
to the employee may make the work more intrinsically rewarding. The rewards are: 
participate in decision-making, greater job freedom and discretion, more 
responsibility, more interesting work, opportunities for personal growth and diversity 
of activities. 
• Extrinsic Rewards 
It includes direct compensation, indirect compensation, and non-financial 
rewards. Of course, an employee expects some form of direct compensation: a basic 
wage or salary, over time and holiday premium pay, bonus based on performance, 
profit sharing, and/or opportunities to purchase stock options. 
The organization will provide employees with indirect compensation: 
Insurance, pay for holidays and vacations, services and perquisites. In as much as 
these are generally made uniformly available to all employees at a given job level, 
regardless of performance, they are really not motivating rewards. 
The classification of non-financial rewards tends to be a smorgasbord of 
desirable "things" that are potentially at the disposal of lire organization. The creation 
of non-financial rewards is limited only by manager's ingenuity and ability to assess 
"payoffs" that individuals in the organization find desirable and are within the 
manager's discretion. These kinds of reward are: preferred lunch hours, preferred 
office furnishings, preferred work assignments, assigned parking spaces, own 
secretary, and impressive titles (Robbins, 1989). 
As quoted by Ivancevich and Matteson, Lawler has summarized five 
conclusions based on the behavioral science research literature on what determines 
whether individuals will be satisfied with the reward (1990). 
• Satisfaction with a reward is a function both of how much is received and of how 
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much the individual feels should be received. This conclusion is based on the 
comparisons that people make. When individuals receive less than what they feel 
they should, they are dissatisfied. 
• An individual's feelings of satisfaction are influenced by comparisons with what 
happens to others. People tend to compare their efforts, skills, seniority, and job 
performance with those of others. They then attempt to compare rewards. That is, 
they compare their own inputs with the inputs of others in relation to the rewards 
received. 
• Satisfaction is influenced by how satisfied employees are with both intrinsic and 
extrinsic rewards. There is some debate among researchers as to whether intrinsic 
or extrinsic rewards are more important in determining job satisfaction. The 
debate has not been settled because must studies suggest that both rewards are 
important. One clear message from the research is that extrinsic and intrinsic 
rewards satisfy different needs. 
• People differ in the rewards they desire and in how important different rewards 
are to them. Individuals differ on what rewards they prefer. In fact, preferred 
rewards vary at different points in a person's career, at different ages, and in 
various situations. 
• Some extrinsic rewards are satisfying because they lead to other rewards. For 
example, a large office or an office that has carpeting or drapes is often considered 
a reward because it indicates the individual's status and power. Money is a reward 
that leads to such things as prestige, autonomy, and independence, security, and 
shelter. 
The relationship between rewards and satisfaction is not perfectly understood, 
nor is it static. It changes because people and environment change. There are, 
however, some important considerations that managers could use to develop and 
distribute rewards. 
First the rewards available must be sufficient to satisfy basic human needs. 
Secondly, individuals tend to compare their rewards with those of others. If 
inequities are perceived dissatisfaction occurs. People make comparisons regardless 
of the quantity of the rewards they receive. 
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Finally the nianaers distributing rewards must recognize individual differences. 
Unless individual differences are considered, invariably the reward process is less 
effective than desired. For rewards to have their desired effect. the  must reward the 
behavior that management wishes to encourage (Ivanchevich and Matteson, 1990). 
2. Job Satisfaction and Promotion 
Promotion is said to he happened when an employee makes a shift in the 
upward direction in organizational hierarchy and moves to a place of greater 
responsibility (I)essler. 2008). Promotion can make a significant increase in the salary 
of an employee as well as in the span of authority and control. It will help the 
competitors to identify the most productive employees in the business world at the 
same time the emplovees are being recognized by their own organization. "I his 
explains that elements like length of service, ability and skills which are the 
determinants of promotion has moderate effect on enhancing the job satisfaction level 
of employees. The employees perceive management to be supportive in climbin(I up 
their professional ladder. Management gives more preference to promote employees 
within the organizations than to higher employees outside the organization reported 
by Naveed, Usman and 13ushra (2011,   p 301 and 304). 
Malik, Danish and Munir examined that the impact of pay and promotion 
upon job satisfaction at university level of Punjab. The findings reveal that pay has 
significant impact on job satisfaction but the promotion has significant or partial 
impact on the job satisfaction (2002, p 8). The Naqvi, Malik and Mahmood concluded 
that "fair promotions in an organization enhance job satisfaction. They supported to 
the theory that in order to enhance the job satisfaction at the work place. it is 
necessary that employees may be provided with promotional opportunities on time" 
(2013. p 190). 
3. Job Satisfaction, Career Development and Training 
In a world of technological advancement and environmental complexity, both 
management and employees understand that they have limited capacity to deal with 
Future demands on them. Study shows that the emergence of two trends, increasingly 
troubling corporate management. the increasing age of' the workforce and the fast-
paced evolution of new technologies. Researcher concluded in the suggestions to 
businesses, that they increase their training budgets, in order to remain competitive 
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THESIS 
and maintain an adaptable and flexible workforce and confirmed the importance of 
supervisors training framing which predicts the self-efficacy and training motivation 
of trainee, subsequently affects their reactions, learning and transfer motivation (Tai, 
2006). 
Sahinidis and Bouris reported the results of their study that equally important 
with the actual quality of the training programs offered to employees, is the perceived 
effectiveness of the training programs and increase the level of satisfaction. Training 
perceived by the employees to he effective, will likely have a positive impact on job 
satisfaction, commitment and motivation (2008, p 74). Adekola revealed in his study 
that the existence of career development has a direct influence on the achievement of 
job satisfaction and career commitment. And career planning and career management 
were the antecedence of career development, and assessed the variables of job 
satisfaction and career commitment as outcomes of career development so, the 
variables used in the conceptual model are variables that contribute to the 
achievement of career development. Overall, the findings have implications on the 
field of career development and, more specifically, for the bank industry (2011, p 
108). 
4. Job Satisfaction and Co-worker Relations 
The researcher concluded that 'Interpersonal relationships in the workplace, 
whether with co-workers or with superiors, can bring a feeling of satisfaction if 
managed properly. Interpersonal relationships have proved to be important from the 
perspective of the human individual (psychologically) and from that of the social 
functioning. Satisfaction correlates with the quality of communication within an 
organization. The members' perception on the quality of communication depends on 
the supervisor's communication style, on communication climate and the feedback 
received. Supervisors and their behaviour at the work place affect the satisfaction 
level of employees in the organization' (Mitrofan and Bulborea, 2013, p 134). 
Tlaiss (2013) revealed that the respondents were satisfied with the subjective 
aspects of their careers, but not the objective ones. Work-related factors seemed to 
better explain the job satisfaction. 
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5. Job Satisfaction and Working Conditions 
Researcher conveyed that working environment refers to facilities, interior 
design and exterior design provided by company during working hours. Facilities are 
building. equipment and machinery that are provided to the employees by company 
for business purpose. Beside that working environment includes indoor and outdoor 
workplace. It is through the engagement of work environment that will influence 
service climate and eventually influence job satisfaction. (Ram et. al, 2011). So, 
overall or cencral job satisfaction describes a person's overall affective reaction to the 
set of work and work related factors. It involves workers' feelings toward different 
dimensions of the work and work environment concluded by Cranny et al. (1992). 
Kinzl, et al. concluded in their study that there is no significant difference in 
job satisfaction between females and males, nor, interestingly, in workload. However, 
our results indicate that job satisfaction is strongly influenced by working conditions. 
A job that is interesting and that permits them to contribute their skills and ideas is 
very important to anaesthetists. As long as sufficient resources are at their disposal, 
anaesthetists manage high task demands and task-related stressors. Furthermore, 
anaesthetists need to exercise a high degree of control over their work in order to 
obtain job satisfaction. An interesting job as the sole factor would not suffice for 
adequate job satisfaction (2005, p 213)." 
Job Satisfaction and Other Variables 
Job Satisfaction and Motivation 
Motivation refers to the drive and effort to satisfy a want or a goal. 
Satisfaction refers to the contentment experienced when a want is satisfied. In other 
words satisfaction is the outcome already experienced. Motivation is treated as a need 
satisfying process. An unsatisfied need creates tension, which stimulates drives within 
the individual. 'l'hese drives generate a search to find particular goal that, if attained. 
will satisfy the need and lead to the reduction of tension. Motivated employees are in 
a state of tension, they engage in activity. The greater the tension, the more activity 
will be needed to bring about relief: Therefore, when we see employees working hard 
at some activity. we can conclude they are driven by a desire to achieve some goal 
they value. Motivation is the key to organizational effectiveness and is a predictor for 
performance and job satisfaction. Although large scale complex organizations have 
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existed for several hundred years, managerial attention to the role of motivation in 
such organization is a most recent phenomenon. Motivation has direct impact on the 
output of business and it also influences quantity and quality (Lather and Jain, 2005). 
Job Satisfaction and Performance 
Happy workers are productive workers. This is certainly a popular belief, but 
organizational behavior research consistently reports an insignificant or modest 
association between job satisfaction and task performance. Popular opinion may 
prove more accurate than research issues. As one scholar recently admitted, "I still 
suspect a consistence significant job- satisfaction-task performance relationship is out 
to there to he found." One reason why organizational behavior research reports a 
modest association between job satisfaction and task performance is because general 
attitudes do not predict specific behaviors very well. A second reason is that job 
performance leads to job satisfaction, but only when performance is linked to valued 
rewards. Higher performance receives more rewards and, consequently, are more 
satisfied than how performing employees who receive fewer rewards. Thirdly, the 
weak relationship between job satisfaction and performance may occur because 
satisfied employees engage in more organizational citizenship behaviors but not in 
higher levels of traditional j oh performance (Robbins, 1989). 
Research looked for a correlation between the two that is they investigated 
whether raising job satisfaction would lead to an increase in job performance. Overall, 
that research failed to find such link and by 1950s the consensus was that satisfaction 
and performance are unrelated. More recent investigations have also considered 
whether satisfaction and performance may be related in some other related ways. The 
study assumes convenience between satisfaction and performance. According to this 
model the two covariance's (increase or decrease) when certain conditions are 
present; the employee's work is intrinsically rewarding, the organization provides 
extrinsic rewards (such as money) that are valued, administrated in a way that seems 
fair to the employee, and linked to job performance, the employee has a high level of 
job involvement, and the employee has goals that are clear, challenging, and 
acceptable. The majority of these factors are related to motivation (Wright and Noe, 
1996). 
For many years it was assumed that high satisfaction leads to high employee 
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performance. but this assumption is not correct. Satisfied workers may he high or low. 
or only average producers. The satisfaction performance relationship is more complex 
than the simple path of "satisfaction leads to performance". As suggested by 
I-lerzberg's motivation-maintenance model, satisfaction typically is not strong 
motivator (Davis, 1981). 
The more accurate relationship is that high performance leads to high job 
satisfaction. which then becomes feedback to influence future performance as shown 
figure below. This is the performance satisfaction feedback loop. As the figure shows 
the sequence is that better performance typically leads to higher rewards. If these 
rewards are seen as fair and equitable. the improved satisfaction develops because 
employees feel that they are receiving rewards in proportion to their performance. 
There are three general views regarding the relationship between job satisfaction 
and performance: 
1. Satisfaction causes performance 
2. Performance causes satisfaction 
3. Satisfaction and performance relationship which is moderated by other variables 
such as rewards. 
The first two views are supported weekly by research. Managerial attempts to 
make everyone satisfied will not yield high level of performance. The third view 
suggests that satisfaction and performance are related only under certain conditions. A 
number of factors such as pressure for performance, supervision level, task difficulty 
and self-esteem, have been posited as moderating the relationship. Most attention, 
however, has focused on rewards as a key moderator. Generally, this view suggests 
that the rewards one receives as a consequence of good performance, and the degree 
to which these re\\ ands are perceived as reasonable or equitable affect both the extent 
to which satisfaction results from performance and the extent performance is affected 
by satisfaction. So. this is clear to evaluate that Job Satisfaction plays a good role for 
the overall development of the organization. Performance is an n eminent part to be 
considered for making an increment in the growth of the organization. More 
satisfaction more will he the better results and the consequences will result in the best 
performances by the employees (lvancevich and Matteson, 1990). 
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Most of the studies on the relationship used research designs that could not 
prove cause and effect. Studies controlled for this possibility indicate the more valid 
conclusion is that productivity leads to satisfaction rather than the other way round. If 
you do a good job. you intrinsically f el good about it. Additionally assuming the 
organization rewards productivity, your higher productivity should increase verbal 
recognition, your pay level, and probabilities for promotion. These rewards, in return, 
increase your level of satisfaction with the job. 
"Ihe more accurate relationship is that high performance leads to high job 
satisfaction, vvhich then becomes feedback to influence future performance. Better 
performance typically leads to higher rewards. If these rewards are seen as fair and 
equitable. then improved satisfaction develops because employees feel that they are 
receiving rewards in proportion to their performance. On the other hand. if rewards 
are seen as inadequate for one's level of performance, dissatisfaction tends to occur. 
Performance satisfaction feedback loop: better performance leads to more job 
satisfaction, which leads back to better performance. 
Job Satisfaction and Perception 
An organization spends millions of efforts to create a pleasant .\ork 
environment for its employees. However, in spite of these expenditures, if an 
employee believes that his job is not useful then that employee will behave 
accordingly. It is the employee's perception of a situation or for an activity' that 
becomes the basis for his behavior. The employee who perceives the supervisor as a 
hurdle-reducer. who helps to do a better job and the employee who sees the same 
supervisor as being a elder brother, closely monitoring every motion, to ensure that 
the actions confirm with supervisor's actions or behavior. This clears the way to 
increase the employee's level of job satisfaction (Ward and Davis. 1995). 
In addition to these issues fair pay for work performed, the validity of 
performance appraisal. and working condition are not judged by employees in a way 
that assures common perceptions, nor can be assured that individuals are in favorable 
light. Therefore, to be able to influence productivity, it is necessary to assess how 
workers perceive their job (Nord. 1976). 
Issues like absenteeism, turnover, and job satisfaction are also reactions to the 
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perceptions. Dissatisfaction with the belief that there is a lack of promotional 
opportunities in the organization is judgment based on some attempts. The employee's 
conclusion that a job is good or bad is an interpretation of his own mind. Thus 
managers mast spend time and do necessary surveys to understanding how each 
individual interprets reality and, where there is a significant difference between what 
is seen and what exists. One should try to eliminate the distortions. Failure to deal 
with the differences when individuals perceive the job in negative terms will result in 
increased absenteeism and turnover and lower job satisfaction (McShane and Von, 
2000). 
Job Satisfaction and Employees Participation 
Using participation intelligently requires an understanding of the mechanisms 
by which it works and the conditions under which these mechanisms will most likely 
operate. Motivational and cognitive mechanisms are most important. The 
motivational mechanism includes such factors as trust, greater control of the work, 
more ego involvement in the job, increased identification with the organization, more 
group support and increased goal communication, better utilization of information and 
better understanding by employees of the job and the rational underlying decisions. 
This is believed to increase the employee's level or job satisfaction. 
One author also supported the value of employees' participation in increasing 
satisfaction. In his words satisfaction is the key to higher productivity, but 
participation is the key to creating higher satisfaction. However, it is found that the 
appropriateness of employees participation depends on the employees' or manager's 
degree of job experience or more specifically, what they call task-relevant maturity 
(.Sashkin, 1984). 
Job Satisfaction and Stress 
Job satisfaction is a person's evaluation of his or her job and work context, The 
existences of stress in the work setting can also be a source of dissatisfaction for the 
industrial workers. Stress can create underutilization of skills and abilitiess, poor fit of 
the job with respect to desired amounts of responsibility, lack of participation, and 
ambiguity about the future (Ivanehevich and Michael, 1990). Stress can be sourced 
from policy ambiguity and conflict arising from the incompatible expectations of 
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management and subordinates. Factors that contributed to policy ambiguity can be a 
continual policy changes that require constant learning and unlearning of procedures: 
policies of different authorities: vague policies that lack concrete instructions as to 
implementation and regulations demanding retroactive changes in service delivery 
(Oakland and Ostell. 1996). 
Stress can also result from insufficient and inconsistent provision of 
information to subordinates, avoidin~iz decision-making and of withholding emotional 
support and approval by management to their subordinates. Other argued that stress is 
extremely adverse to most employees. creating anxious situation in the work 
environment. As a result these employees tend to avoid such aversive situations by 
engaging in withdrawal behaviors like absenteeism. tardiness, or quitting. Ilence the 
following suggestions are given to correct the problems resulted due to stress and 
absenteeism and it also improves the conditions and working of the employees in the 
organization: 
• Modifying policies - altering, interpreting and adding new content. 
• Selective ignoring and discarding of policies that result employee's stressful 
situation. 
• Prioritizing - implementing policies in order of importance. 
• Cognitive redefining of ambiguous polices. 
• Seeking information Iron supervisors and policy makers. 
• Seeking emotional support &om subordinates. 
• Repressing .upsetting, work - related thoughts and emotions and 
• ('hanging jobs. 
Therefore, managers should be aware the side effects of stress and should take 
the mentioned measures to solve the stressful situations (Greenhalgh and Rosenblatt. 
1984). 
Job Satisfaction and Job Security 
The job insecurity experience has often been associated with a high-level 
stress and anxiety for employees. Studies on job insecurity have shown that 
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employees generally experience a high degree of anxiety when their jobs are insecure. 
Much of this anxiety arises from the lack of certainty regarding when layoffs or 
curtailment of' job vill occur, and who will be affected (Jacobson. 1987). R\ this 
phenomenon. it is the ambiguity associated with the job insecurity experience, which 
renders it a highly stressful phenomenon for the individual. 
To the extent that job insecurity is stressful, job dissatisfaction, proactive job 
search and non-compliant job behaviors can be construed as individual's attempts at 
withdra ing from work situation. Job dissatisfaction represents individuals' 
withdrawal of positive affect for their current employer while non-compliant job 
behaviors and proactive job search reflect individual's attempts at withdrawing 
behaviorally from the stressful work milieu arising from job insecurity. So. job 
insecurity is also an important factor to be considered for to remove. 
In the context of job insecurity, work-based sources of support may mitigate 
individuals' assessment of the magnitude of the threat and enhance their ability to 
cope with job insecurity in it more productive and professional manner such as 
performing their job as effectively as before rather than engaging in non compliant 
job behavior vvhich may jeopardize their job continuity further and cause difficulties 
and inconveniences to others at work (Vivlen, 1996). 
Job Satisfaction and Justice 
Organizational distributive justice - the theoretical models of benefit 
satisfaction suggests that the components of justice can affect satisfaction. The term 
"distributive fairness" means the perception of whether the rewards received by 
individuals are fair. According this kind of justice, individuals assess the fairness of 
their contributions and benefits by comprising with those of other people. known as 
"referents". l'he referents may he the individuals themselves or people with the same 
or different jobs in the same company or elsewhere. There is a positive relationship 
between benefit standard comparisons (external, education, responsibility, and age) 
and benefit level satisfaction (Williams, 1995). Individuals who rated their current 
level of' benefit coverage as being better than the coverage of others were more 
satisfied. Evidence has been found that employees' perceptions of distributive justice 
are important predictor of benefit satisfaction. 
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Thus, it is reasonable to think that if individuals consider benefits to be very 
important and have it positive perception of benefit justice, then the should be more 
satisfied with their benefits. I1 on the other hand, they have a positive perception of 
the benefits package but consider benefits to be less import, they will he less satisfied 
f Michael and Other. 199$ ). 
Procedural Justice - to understand why individual's react in one way or another 
to unfair treatment, we must look at a second form of' fairness in organizational 
natters: Procedural Justice. Procedural justice is concerned with individual reactions 
to the process used to establish the reward-in other words, the means rather than the 
end (Sweeney and McFarlin, 1993) 
"l'~vu procedural elements seem to be relevant from the compensation 
standpoint: i.e., degree of control over the process leading to pay-related decisions. 
and degree of control over compensation decisions. Some authors have shown that 
control over the process. for example. by giving employees the opportunity to choose 
a desired compensation li~rm, to participate in the design of a compensation system, to 
voice the results of compensation decisions, or to receive accurate information, can 
produce a strong sense of process justice and more positive attitudes to the results in 
the organization and further improves job satisfaction (Lind and Tyler. 1998). 
Early studies testing the effect of administrative components on the field of 
compensation showed that perceptions of procedural justice explained a large portion 
of the variance in pay satisfaction. Similarly, it is fond a link between involvement in 
compensation decisions and pay satisfaction. Others suggested that the act of 
choosing benefits might be a strong determinant of satisfaction. Thus, it is important 
to know whether individuals are more satisfied when they are able to choose their 
benefits, or when benefits are imposed upon them. AVe should also consider whether 
the act of choosing benefits has an effect on satisfaction after controlling for the fact 
that benefits plans take preferences in to account (Folger and Greenberg. 1985). This 
allows companies to provide more consistent services (customers get the same 
employees to serve them) and employees have more experience and better skill to 
serve clients (McShane and Von, 2000). 
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Effects of Employee Dissatisfaction 
Employees' dissatisfaction can be expressed in a number of ways. For 
example, rather than quit, employees can complain, be insubordinate, steal 
organizational property, or shirk a part of their work responsibilities. Responses that 
dissatisfied employees give are: 
• Turnover 
Empirical studies have pretty well established that satisfied worker is less 
likely than his dissatisfied counterforce to quit the job over a given period of time. 
The actual strength of the relationship between satisfaction and turnover varies 
considerably from one organization to another end from one time period to another. 
Even dissatisfied employees try to hold on to theirjobs when labor mobility is low or 
down turn in the economy make alternative work hard to find. Conversely, even 
individuals who feel very positively about their present job can be tempted by 
prospects of better pay, career. advancement or other opportunities existing 
elsewhere. On the whole, however, the satisfied tend to slay and the dissatisfied to 
leave (Organ and Clay, 1982). 
An important moderating variable on the satisfaction turnover relationship is 
the employee's level of performance. Specially, level of satisfaction is less important 
in predicting turnover for superior performance. The organization typically makes 
considerable effort to keep these people, They get pay hikes, sense of pride, 
recognition, increased promotional opportunities, and so forth. Just the opposite tends 
to apply to poor performance. Few attempts are made by the organization to retain 
them. There may even he subtle pressures to encourage them to quit. We would 
expect, therefore, that job satisfaction is more important in influencing poor 
performance to stay than for superior performers. Regardless of satisfaction, the latter 
are more likely to remain with the organization because of due recognition, praise and 
other rewards give them more reasons for staying (Robbins, 1998). 
Higher job satisfaction is associated with lower employees turn over. More 
satisfied employees are likely to stay with their employer longer. The reverse is true. 
Enployecs who have lower satisfaction usually have higher rates of turnover. they 
are more likely to leave their employers and seek greener pastures elsewhere, while 
their more satisfied associates remain. 
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Absenteeism 
Those employees who have less satisfaction tend to be absent more often. 
They do not necessarily plan to be absent, but when some reason for absence arises, a 
dissatisfied employee finds it easier to respond to (hat reason (Davis, 1981). 
Graph (2.3): Showing rate of Absentecistu and Turnover 
Low 
Low Tumo'ret & k >ecteeism 
Source. Davis, 198L 
. Tardiness 
Another way in which employees may exhibit their dissatisfaction with job 
conditions is though rv-diness. A tardy employee is one who comes to work but 
arrives beyond the designated starting time. Tardiness is a type of short period 
absenteeism ranging from a few minutes to several hours for each event, and it is 
another way in which employees physically withdraw from active involvement in the 
organization. It may impede the timely completion of work and disrupt productive 
relationships with coworkers. 
• Theft 
Some employees steal products or use company services without authorization 
such as when they make personal long distance calls at workplace (thereby "stealing" 
both the cost of the call and their productive time). Others forget checks or commit 
other types of fraud. All these acts represent theft, or the unauthorized removal of 
company resources. Although there are many causes of theft by employees, some 
employees may steal because they feel exploited, overworked, or frustrated by the 
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shabby treatment that tile,,  receive from their organization. In their own minds. 
employees may justify this unethical behavior as a way of reestablishing a perception 
of lost equity, or even taking revenge for what they consider ill treatment at the hands 
of a supervisor (Lee and Roland, 1976). 
• Violence 
One of the most extreme consequences of employee-dissatisfaction is 
exhibited through violence, or various forms of verbal or physical aggression at work. 
Although the source of violence may include customers and strangers, the effect is the 
same -millions of workers are now the victims of work place violence annually. and 
man\, more live under the direct or perceived threat of harm. Managers Must 
increasingly be on the lookout for signs that employee dissatisfaction might turn into 
verbal or physical harm at work. and they must take appropriate preventive action 
(Newstronl and Davis. 2000). 
Summaary 
"I'he present chapter has sought to elaborate the meaning of job satisfaction and 
the factors affecting,, it. which shows that most of the factors are involved in affecting 
satisfaction level of employees and their relative importance may vary depending 
upon the nature of the job and the personality of an individual in the field of banking 
sector. The two main groups. public sector and private sector are considered in this 
study. Various researches has been conducted on job satisfaction to determine both 
basic elements and "factors" comprising job satisfaction as well as the relative 
importance of each such factor. Studies have revealed various number of job factors 
like Company and Administrative Policies, Working Conditions, Supervision, Salary. 
Interpersonal Relations, Work Itself, Achievement, Recognition, Responsibility. 
Advancement, Age. Occupational Level. Occupational Size, Quality of Work Life 
(Q\V1.). Gender etc. It is observed that as person age increases, his job satisfaction 
shows an increasing trend. With age, spiritualism of the person increases, but his 
alternatives for change decreases. Younger employees have more energy, more 
expectations and more options therefore they have lesser satisfaction with the job. The 
satisfied employee is an asset for the banks. The whole prestige of an organisation is 
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attached with the working of the employees in a manner that how they make their 
customer delighted. 
In next chapter, an attempt has been made to study the growth and 
development of banking sector in India in general 
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Chapter III 
Growth and Development of Banking Sector in India: An 
Overview 
In the foregoing chapter, the ke\ concept of job satisfaction Was 
defined along with some important theories. This chapter describes the growth 
and development of banking sector in India. It will indeed page the way for 
studying job satisfaction of employees in public and private sector banks in India 
with special reference to t'anara and ICICI Bank. 
hit ro (In ctl01l 
The researchers stated that "the Indian financial sector today is significantly 
different from what it used to he few decades back, in 1970s and 1980s. It is the 
system which attempted many reforms so that it can meet the needs of our 
economic development and government can play a good role in the economic 
activities of India" (Sharma and Jodi. 2013). India's economic policy is divided in 
two features as social and capitalistic sector. The country has followed the path of 
growth which leads to the export of' Asian economies which is based of self 
reliance import substitution (Deolalkar, n.d., p 60). The last decade has seen many 
positive developments in the Indian banking sector. Indian Batiks have 
established a very _good record of innovation, growth and value creation. This is 
seen in their market valuation as stated by Tiwari (2012. p 58). Indian banking 
industry is the backbone of India's economy which have always played a key role 
in preventing, the economic sudden great disasters from reaching to the terrible 
volume in India. It has achieved enormous appreciation for its strength 
particularly in the wake of' worldwide economic disasters which leads to the tall 
down of main parts of the world. 
Major objections of Indian banking sector was to encourage self sufficiency. 
flexibility and competition in the economic system to increase the banking 
standards in India to reach the International level. Indian banking is growing 
vigorously and is a security in the banking world. India's economy growth rate 
increase by over 9per cent since last 7 years and it has been regarded as next 
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economic power in the whole world. Indian banking industry is a mixture of 
public, private and foreign ownerships as stated by (Dwivedi and Charyulu, 2011) 
It was indicated that "building knowledge-driven, learning organizations is 
important in the current scenario of rapidly changing environments. Taking and 
understanding the information of new ideas and trends are essential to keep the 
banking industries ahead in every way. All sectors of banking are coming ahead 
through this knowledge. Banks have to beware of all the practices internationally 
and institutionally so that it can reach this learning across the organisation. This 
thing will prepare them for their future as Indian markets will become highly 
developed and combine to form global financial markets. Another critical area for 
Indian banking sector is "employees". Banking is the ability to attract and retain 
talent which is a buy to success. Indian Banks have to build organizations that are 
process driven yet introduce something new, stable yet able to send easily and 
responsible enough to change ourselves. Many factors are responsible to run a 
single unit but also it is very necessary to keep an eye on surroundings. 
Some structural challenges are faced by our Indian Banking Sector. India 
has large number of banks which are best in size and scale of operations. Focus 
area in banking supervision in alignment with the global development regularly 
are Management, information systems and technology, the three international 
capital norms which require a high level of development and also pose a 
challenge for many participants in the Indian banking sector. Painful process of 
restructuring in the Indian economy and industry results in asset quality of issues 
for the banking sector as well as progress is also seen in this area and it is a great 
deal resolution of the legacy issues which is still need to be done" Kamath et al. 
(2003). 
Indian banks have historically access to the superior talent which is related 
to other global banks which loads to performance of organization on average. But 
it is well known that cruelty holding office suffer from lack of skills and new age 
leaders. Banks are suffering acute and crippling problems due to the extent. To 
ensure the sustained growth in a long term they need to act urgently to attract, 
hire, develop and retain the best talent (Kesarwani and Arora, 2012). 
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Banking System of India 
Banks today are important not just from the point of view of economic growth. 
but also for financial stability. In emerging economies, banks are special for three 
important reasons. First, tile\, take a leading role in developing other financial 
intermediaries and markets. Second, due to the absence of well-developed equity and 
bond markets, the corporate sector depends heavily on banks to meet its financing 
needs. Finally, in emerging markets such as India. banks cater to the needs of a vast 
number of savers from the household sector, who prefer assured income and liquidity 
and safety of funds, because of' their inadequate capacity to manage financial risks. 
Indian Banking System is nowadays. is Important for the financial stability of 
India (Panneerselwam, 2012). 
Over the years, the forms of banking changed and evolved with the needs 
of Indian economy. Globalization, technological innovation and deregulation is 
brought by the transformation of Indian Banking System. Banks are dividing into 
dreams which traditionally out of their brands for them whereas commercial 
banks functions are performed by non-banks, who tries to settle a dispute so the 
completion is in between the bank and non-bank financial intermediaries for 
many of the years that is why competition is only grown in intensity. This 
competition forced commercial banks to introduce the innovative products, seek 
never sources of income and diversity into non-traditional activities as opined by 
I3ittudas (2013). 
In 1949, the definition of' business banking in India was given by Banking 
Regulation Act (BR Act) which concludes that a banking company transacts the 
business of banking in India according to Sec 5(c). Another Sec 5 (b) defines 
banking in three primary activities and that are — 
• maintaining deposit accounts including current accounts 
• issuing and paying cheques 
• collecting cheques for the bank's customers as stated by Roy and 
Kaveri (2010). 
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History of Banking in India 
Without a sound and effective banking system, Indian can not have a 
healthy economy which should be hassle free and able to meet the challenges 
which are posed by technology and other internal and external factors. 
Indian Banking System has achieved in the past three decades. Most 
striking is the extensive reach and extended by the metropolises or cities in India. 
Remote corners have reached by the Indian banking system which is one of the 
main aspects of India's growth. With the help of account holder, the banks today 
are becoming more convenient and instant. 
The tirst hank of India was conservative and was established in 1786. 
From then till today Indian Banking journey was directed in three phases and that 
on. 
➢ Indian Banks early phase was from 1786 to 1969. 
➢ Phase of Nationalization of banks and banking sector reforms was from 1969 
to 1991. 
> New Phase of Indian Banking System with reforms after 1991 is knowledge 
for markets (Knowledge for markets, it d.). 
Most important phase in the banks evolution was the financial sector 
reforms phase which began in 1991- 1992, which was further divided into two 
sub—phases in 1991-1992 to 1997 -1998 and 1998-1999 and also beyond it. Weak 
health, low profitability, weak capital base and lack of competition were the main 
issues faced in the first sub-phase. Initial phase reforms focused on strengthening 
the banking sector by applying prudential norms, providing operational flexibility 
and functional and also strengthening the supervisory practices to compete in the 
banking sector by allowing the entry of private banks into the system. Asset 
quality, capital position and competitive conditions were some more 
improvements seen in that phase. Further improvement could lead us to 
significant scope. Banks developed a risk aversion in the result of which 
expansions slowed down in general and in agricultural practices (Reserve bank of 
India: India's central hank, 2008). 
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Nationalization of Banks in India 
Nation's economy in the banking system is centred. Banks accept and 
display large amount of public Funds in judiciary capacity but also leverage funds 
through credit creation. Priority to the nationalization banking was restrict for the 
urban areas and neglected in the rural and semi-urban areas. Eijovnlent of major 
portion 'as seen in large industries and big business houses in the credit facilities. 
Attention is not received h\ the agriculture, small scale industries and exports. 
Fourteen major banks were nationalized in 1969 ad two more were nationalized in 
1980 for a social purpose. 
Indian banking system plays a vital role in the economy as an instrument 
of social and economic change. The rationale behind bank nationalization has 
been fourth by eminent bankers as opined by Ramasastri and Samuel (2006, p. 
177). Indian nationalization bank took place in 1964 by Mrs. Indira Gandhi I lon. 
P.M. 14 banks were nationalized then, which are now owned by businessmen and 
also manage by them. 
India's lariest commercial hank is S131 which was ranked one of the top 
banks of the world. Its serves 90 million customers through a network of 9000 
branches and it otter, either directly or through subsidiaries at a wide range of 
banking services. Second phase of Indian Nationalization banks of India took 
place in 1980. With the deposits of 2000 crores seven more banks were 
nationalized. In India 80 per cent of the banking segment was under government 
ownership. 
After the nationalization of banks in India, the branches of the public sector 
banks rose to approximately 800 per cent in deposits and advances took a huge . jump 
by 1 1.000 per cent. 
1955: Nationalization of State Bank of India. 
1959: Nationalization of SBI subsidiaries. 
1969: Nationalization of 14 major banks. 
1980: Nationalization of seven banks with deposits over 200 crores (Vora. 2009). 
Page 1 88 
Structure of Indian Banking 
A financial system which is inherently strong, functionally diverse and 
displays efficiency and flexibility is difficult for rational objectives to create 
market driven products and competitive economy. This system needs higher 
levels of investment which promotes the growth of Indian economy with its depth 
and courage. Financial system comprises financial institutions, markets, 
instruments and services. It is divided into two major segments, an original and 
traditional sector which is known as informal credit market. Financial institutions 
activities may be specialized or overlaps are classified as banking and non-
banking entities. In this system the main regulator of credit is the apex institution 
of the Reserve Bank of India. Development, regional rural, commercial and 
cooperative banks are other important financial institutions as revealed by (Sarkar, 
n.d., p 1). 
The Indian financial system comprises the following institutions: 
• Commercial banks 
i Public sector 
r Private sector 
➢ Foreign banks 
➢ Cooperative institutions 
(i) Urban cooperative banks 
(ii) State cooperative banks 
(iii) Central cooperative banks 
• Financial institutions 
All-India financial institutions (AIFIs) 
➢ State financial corporation's (SFCs) 
State industrial development corporations (SIDE') 
• Non-banking financial companies (NBFCCs) 
• Capital market intennediaries 
About 92 percent of the country's banking segment is under State control 
while the balance comprises private sector and foreign banks (Deolalkar, n.d, p. 60). 
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Recent Trends in Indian Banking Sector 
'l oday. fairly well developed banking system with different classes of banks—
public sector banks, foreign banks, private sector banks — both old and new 
generation. regional rural banks and co-operative banks with Reserve Bank of India as 
the fountain I lead of the s stem have emerged. In the banking field, there has been an 
unprecedented growth and diversification of banking industry which has been so 
stupendous that it has no parallel in the records of banking anywhere in the world. 
Reserve Bank of India is the fountain Head of the System — In Banking 
field there was a growth which was not precede by anyone and diversification 
also seen in banking IndustrA Which was so stupendous that it has never seen 
anywhere in the banking as stated by Dhanwani (n. d., p 60). 
India's economic development and financial sector liberalization has led to 
a transformation of the Indian banking sector over the past two decades. Asset 
quality and profitability have improved significantly and the system has become 
more commercially oriented. 
Indian banks were not much impacted by the financial crisis, helped by 
their relative isolation and some counter-cyclical measures implemented by the 
Reserve Bank of India in the mid-2000s, but asset quality deterioration led to 
some proactive loan restructuring. 
Funding and liquidity are relatively strong features of the Indian banking 
system as the Loans Deposits ratio is under 80 per cent and the banks are required 
to hold large amounts of Indian government bonds. Their access to offshore 
funding is constrained by India's just investment grade sovereign rating'. Capital is 
also adequate in aggregate but some banks, including large Public Sector banks. 
are in need of cork• capital (Recent trends in Indian banking sector- A Report. 
2013). 
1. Electronic Payment Services — E Cheques 
Now-a-days e-governance, e-mail, e-commerce, e-tail etc. are very commonly 
heard. In the same manner, a new technology is being developed, which will 
eventually replace the conventional paper cheque. India, as harbinger to the 
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introduction of c-cheque. the Negotiable Instruments Act has already been amended 
to include•, Truncated cheque and E-cheque instrurrsents. 
2. Real Time Cross Settlement (RTGS) 
Real Time Gross Settlement system is introduced in India since March 2004, is 
a system through which electronics instructions can be given by banks to transfer 
funds from their account to the account of another bank in a very easy mariner. The 
RIGS system is maintained and operated by RBl and provides a means of efficient 
and faster funds transfer among banks facilitating their financial operations. 
3. Electronic Funds Transfer (Err) 
Electronic Funds Transfer (EFT) is a system where anyone who wants to make 
payment to another person or company etc, can approach bank and make cash 
payment or give instructions to transfer funds directly from his own account to 
the bank account of the receiver/bencfrciary. Complete details such as the receiver's 
name, bank account number, account type, bank name, city, branch name etc. should 
be furnished to the bank at the time of requesting for such transfers so that the amount 
reaches the beneficiaries account correctly and faster. RBr is the service provider of 
EFT. 
4, 	Electronic Clearing Service (ECS) 
Electronic Clearing Service is a retail payment system that can be used to make 
bulk payments of receipts of a similar nature especially where each individual 
payment is of a repetitive nature and of relatively smaller amount. This facility is 
meant for companies and government departments to make or receive large volumes 
of payments rather than for funds transfers by individuals. 
5. Point of Sale Terminal 
Point of Sale Terminal is a computer terminal that is linked online to the 
computerized customer information files in a bank and magnetically encoded plastic 
transaction card that identifies the customer to the computer. During a transaction, the 
customer's account is debited and the retailer's account is credited by the computer for 
the amount of purchase. 
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6. Tele Banking 
Tele Banking facilitates the customer to do entire non-cash related banking on 
telephone. Under this devise Automatic Voice Recorder is used for simpler queries 
and transactions. For complicated queries and transactions, manned phone terminals 
arc used. 
7. Electronic Data Interchange (EDI) 
Electronic Data Interchanee is the electronic exchanee of business documents 
like purchase order, invoices, shipping notices, receiving advices etc. in a standard. 
computer processed. universally accepted format between trading partners. [1)I can 
also be used to transmit financial information and payments in electronic form 
(Karuppasamy and \'e nkadesh. 2012). 
Adoption of Banking Technology 
Technology has brought a complete paradigm shift in the functioning of banks 
and delivery of banking services. Gone are the days when every banking transaction 
required a visit to the bank branch. Today, most of the transactions can be done at 
home and customers need not visit the hank branch for anything. Technology is no 
longer an enabler. but a business driver. The growth of the internet. mobiles and 
communication technology has added a different dimension to banking. The 
information technology (IT) available today is being leveraged in customer 
acquisitions, driving automation and process eiliciency, delivering ease and efficiency 
to customers (Sreelatha and Sekhar, 2012. p 36). 
Indian banking system is impacted by the IT revolution. Introduction of 
online banking in India is led with the increase use of computers. After the 
economic liberalization of 1991, the use of modern computerization of banking 
sector of India has increased its niany Iblds as the banking sector has been 
exposed to world market. Without the use of information technology, the Indian 
banks are finding difficult to compete with the international banks in terms of 
customer services is concealed by Rohith (2012, p. 8). 
Due to the enhancement of technology, it creates new markets, improves 
productivity and has multiplier effect. In the field of banking, technology plays a 
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major bullet role as its potential to extent in a cost effective manner and reach the 
penetrative mark of banking services and products reach to a large section to 
escalade society by bringing then[ to financial system. It also promised the only 
access that pushing the frontiers of banking outwards some terminals are used For 
complicated queries and transactions (Chakrabarty, 2010). 
Role of Banking System in Indian Economy 
Banking system plays a vital role for the development of the economy. It is 
considered as a central part of the economy as it fulfils the needs of all the 
sections of the society. Money lending is one form and many other services are 
availed with the history of mankind. History is evident, that banking sector was 
present even in ancient times, and there were borrowers and lenders. Our country 
is one of the largest independent democracy but also an emerging giant in terms 
or economic sector. Effective and sound banking system leads to the development 
of healthy economy. If we look at the history, banking sector has outstanding 
achievements. Ranking services are no more confined to metropolitans but has 
reached to every remote corner of the country. These developments show India's 
growth and process. 
So, it can be said that modem economy of our country has developed by 
making the best possible use of the available resources. India is on the track of 
progress where social and economic changes are taking place and Indian banks 
should come forward to play vital role in the growth process (Srinivasan n.d.). 
Now baking system is avuilable everywhere called by a name "Anywhere 
banking' and 'anytime banking". In our banking sector, anomy, growing 
integration has become a reality. Banking sector has met the globalization and has 
gained momentum with the advancement in the technology and in increasing 
competition (Navansha, 2010). 
Difference between Public and Private Sector Banks 
Many researches have been conducted on the performance of banking 
sector. These researches show that performance and growth of private sector 
banks and foreign banks is stronger than that of public sector banks (IBM, 2008). 
According to Sclvaraj, private sector is more developed and progressive than 
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public sector banks in terms of implementing new ideas and initiatives, 
employing good human resource. customer oriented goals and policies, employee 
satisfaction, implement Total Quality Management (TQM) and so on 
Also, public sector and private sector banks differ in respect to their pay 
structures, working conditions, technology adoption, progress opportunities, job 
security. banking facilities. co-worker relations, and promotional approaches to 
the employees. In public sector banks, compensation structure is in a way that pay 
differentials are lower between the employees, employees' long-term tenure is 
rewarded and there is a high pay basis but as far as private sector banks are 
concerned, pay differences among the employees is large, fewer rewards for long-
term tenures, and less pay for outstanding performance (D'Souza, 2002). 
In addition to the above information, working environment in private 
sector is growth oriented, advanced in terms of technology and in this sector 
promotions are highly based on their performance and merit. But private sector 
banks do not provide job security and lay off their employee in case of their poor 
performance or in adverse conditions (Jha, Gupta and Yadav, 2008; Singh and 
Kohli, 2006; Thakur. 2007). 
Bajpai and Shrivastava (2004) concluded that `the result of the study 
between the satisfaction levels of employees two public sector and two private 
sector banks in India shows, lay off threats for employees, less schemes for 
welfare, less scope for growth and promotions and increase in the level of job 
dissatisfaction in private sector. In contrast, secured job environment, welfare 
policies for employees and job stability increases the level of job satisfaction in 
public sector banks. 
Kumudh and Abraham (2008). compared public and private sector banks 
and concluded that the programs and policies related to self-development, 
knowledge about job openings., opportunities to learn new skills and techniques 
and retirement preparation programs greatly impact the level ofjob satisfaction. 
Both public and private sector banks also differ in respect to their 
background and working conditions. Researchers also observed that the working 
in public sector banks is based on the concept of social and economic 
Page 1 94 
responsibilities, where in profitability is secondary. On the other hand, private 
sector banks work towards profitability because the differences between these two 
sectors have an important implementation in creating the working environment; it 
is needed because when the good working culture exposed it affects the 
satisfaction level of the employers. For the development of the banking sector, it 
is vital to create a group of employees who are well committed to their work and 
further explode good satisfaction level among them. This is important as their 
performances and commitment would influence the growth and profitably as cited 
in Shrivastava and Purgang (2009). 
Human Resource Management in Indian Banks 
In any organization, key to the success lives in how efficiently and 
effectively its human resource manages its daily work. This principle is equally 
important to the service institution like banking sector. The issue to maintain 
productive employs in public sector banks which are striving hard to come up 
with the technological advancement is a challenging job. 
in order to meet the global standards and to remain competitive, banks will 
have to recruit specialists in various fields such as Treasury Management, Credit, Risk 
Management, IT related services, HRM, etc. in keeping with the segmentation and 
product innovation. As a complementary measure, fast track merit and performance 
based promotion from within would have to be institutionalized to inject dynamism 
and youthfulness in the workforce. 
To institutionalize talent management, the first priority for the banking 
industry would be to spot, recognize and nurture the talent from within. Secondly, the 
industry has to attract the best talent from the market to maintain the required 
competitive edge vis-a-vis global players. However, the issue of critical importance is 
how talent is integrated and sustained in the banks. Therefore, a proper system or 
talent management has to be put in place by all the banks, 
Another important ingredient of HR management is reward and compensation 
which at present do not have any linkage to skills and performance. A system of 
reward and compensation that attracts, recognizes and retains the talent, and which is 
commensurate with the perlbrmance is an urgent need of the industry. 
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An equally important issue relevant to I IRM is to create a conductive working 
environment in which the bankers can take commercial decisions judiciously and, at 
the same time. without tear. The Banks Boards may he allowed to have their on 
system of appropriate checks and balances as well as accountability (Gupta. 2003. pp 
37 and 38). 
Graph (3.1): HR Threats faced by Public Sector Banks 
Public Sector Banks: HR Threats' 
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Source: Federation of Indian Chambers of Commerce and Industry (1'ICCI). 2010. 
Banks are increasingly beginning to recognize human resources as a possible 
area of core competence. and seek to pursue and retain the best talent in the industry. 
There is a realization that skill development is extremely important. Banks are keen to 
tie up with external training agencies for in-house training. Some have even roped in 
top universities and business schools to help them in their initiatives. 
A sur,. ev shows that 81.25 per cent 1ecl that the current economic situation is in 
fact advantageous for them. as it provides them with access to quality manpower. 
62.50 per cent of' banks feel that the have sufficient autonomy to offer attractive 
incentive packages to employees to ensure their commitment levels. 
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Graph (3.2): HR Threats faced by Private Sector Banks 
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Source: Federation of Indian Chambers of Commerce and Industry (FICCI), 2010. 
In a survey, participants were asked to rank major HR threats faced by their 
organization. The results of the survey are presented in the above graph. As the 
entire Indian banking industry is witnessing a paradigm shift in systems, processes, 
strategies, it would warrant creation of new competencies and capabilities on an on-
going basis for which an environment of continuous learning would have to be 
created so as to enhance knowledge and skills. 
Thus, on the whole, results revealed that Public Sector Banks, Private Sector 
flanks as well as Foreign Banks view difficulty in hiring highly qualified youngsters 
as their biggest FIR threat ahead of high staff cost overheads, poaching of skilled 
quality staff and high attrition rates (Annual Survey, 2010, pp 15 and 16). 
The results of the 2013 HR 'Trends Survey shows strong similarities to the 
results of the 2011 and 2012 trends surveys, shows a need to be flexible to operate in 
an environment of reorganization, restructuring and change, and a need to access 
talent that can manage changes and deliver on organizational revenue targets. 
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Graph (3.3): Areas added to the HR Functions 
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Graph (3.4): HR Areas Considered Most Important by 
Organizations 
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Twenty six per cent of HR departments added organizational restructuring to 
their portfolios in the last 12 months. making it the most commonly added area of 
responsibility. Responsibility for strategic workforce planning has also been added 
to HR's scope. This indicated that organizations recognize the need to shift. 
reorganize, and consciously plan to prioritize and manage top talent and staff risks in 
order to ensure their success in this dynamic environment. Chart (3.3) shows the Elk 
function's scope for the 2013. 
While organizations shill and restructure to help drive the revenue that they 
are projecting. They anticipate challenges related to organizational growth andlor 
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contractions, and gaps between required and existing skills and leadership 
capability. 
Summary 
In this chapter it has been concluded that Indian banking sector is an exciting 
point in its evolution. The opportunities are immense toenter new businesses and 
new markets, to develop new ways of working, to improve efficiency, and to deliver 
higher levels of customer service. The process of change and restructuring that must 
be undergone to capitalize on these opportunities poses a challenge for many banks. 
Going forward, this sector will witness increased competition between domestic 
players and possibly also from foreign banks that may seek to expand their presence 
in the Indian market, given the opportunities that the Indian market offers. The 
winners in this sector will be the players who can understand the customer, fulfill 
customer needs and achieve high levels of customer retention, leveraging 
technology, knowledge, and human resources to provide quality products and 
services and manage risks and returns, thereby delivering value to all stakeholders. 
The e-banking is going to be very crucial for India. having increasing 
percentage of younger generation population with computer literacy. Since research 
on service quality in iRanking is still in its infancy and the relevant literature is 
scarce, therefore the insight gained in this study may offer a foundation for future 
research on sell= service technology and provide useful recommendations to the 
banker for improving the iBanking services. Thus, it has become far more 
imperative to contemplate the role of the Banking Industry in fostering the long term 
growth of the economy. 
With the purview of economic stability and growth, greater attention is 
required on both political and regulatory commitment to long term development 
programmer. FICCI conducted a survey on the Indian Banking Industry to assess the 
competitive advantage offered by the banking sector, as well as the policies and 
structures that are required to further the pace of growth. The results of the survey 
are given in the above sections. 
The next two chapters would highlight the development of sample banks in 
order to prepare a background for the study of level of job satisfaction in public and 
private sector banks in India. 
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Chapter IV 
I)evelopment of Public Sector Banks in India: A Case 
Study of Canara Bank 
The previous chapter gave the general picture of banking sector in India. This 
chapter makes an in-depth study of the public sector banks in India with special 
reference to sample bank i.e. Canara Bank. 
Introduction 
The world's second largest populated country. India, is the apple of the eye for 
the world nog\-. The world economies are seeing it as their potential market. This has 
been going on since quite some time now, ever since 1991 reforms of liberalization, 
globalization and privatization. Indian markets in urban areas have grown appreciably 
and are on the verge of saturation, so corporate have started tapping rural markets, 
since more than 60 per cent of India's population lives in rural areas. 
The Indian banking industry has its foundations in the 1 8th century. and has a 
varied evolutionary experience since then. The initial banks in India were primarily 
traders' banks engaged only in financing activities. Banking industry in the pre-
independence era developed with the Presidency Banks, which were transformed into 
the Imperial Bank of India and subsequently into the State Bank of India. The initial 
days of the industry saw a majority private ownership and a highly volatile work 
environment. Major strides towards public ownership and accountability \\-ere made 
with nationalisation in 1969 and 1980 which transformed the face of banking in India. 
The industry in recent times has recognised the importance of private and foreign 
players in a competitive scenario and has moved towards greater liberalisation 
(Structure of the Indian Banking Industry, n. d.). 
According to researches carried Out by the Reserve Bank of India (RBI). on an 
all India basis, 59 per cent of the adult population in the country has bank accounts 
and 41 per cent don't. In rural areas, the coverage of banks is 39 per cent, against 60 
per cent in urban areas. There is only one bank for a population of 13000 (Luthra. 
2009). 
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Over the past decade, considerable interest focused on the link between the 
financial sector and economic growth. the numerous empirical studies on 
determinants of growth in transition economies reflect efforts to explain the sizeable 
variations in growth performance. The relationship between financial markets and 
economic growth has the effects of banking sector's structure on economic 
performance (Koivu, 2002). It is a fact that banks have been under immense pressure 
due to new entrants. Fite competition has been on a high. It is very clear customers 
would he willing to shift their money to new banks where they find a better rate of 
interest, however the rate difference between banks is very marginal and therefore the 
situation has not come into action and thus what is left is which banks can actually 
provide customers with meaningful and unique services with meaningful work for the 
society and country (Cltavan, 2010). 
In India, banks are being segregated in different groups. Each group has their 
own benefits and limitations in operating in India. Each has their own dedicated target 
markets. Few of them only work in rural sector while others in both rural as well as 
urban. Many even are only catering in cities. Some are of Indian origin and some are 
foreign players. So, banks have emerged as an important need ol- the society and help 
the economy in many ways for its growth and development (Banks in [ndia, n. d.). 
Macroeconomic policy in India during 2010-11 aimed at achieving the twin 
objectives of sustaining economic growth and controlling inflation. Banking sector 
policy needs to be consistent with the broader objectives of macroeconomic policy 
through the provision of productive credit to bolster economic growth within the 
broad contours of monetary management. As the developed world is still battling low 
economic growth and deterioration in public finances, and repairing its financial 
regulatory architecture in the aftermath of the financial crisis, India successfully 
reverted hack to its pre-crisis growth path in 2010-11. 
However, the inflationary pressures, which emerged partly on account of high 
global commodity prices and partly due to internal structural imbalances in demand 
and supply, remained above the comfort zone in 2010-I1. These pressures called for 
repeated monetary policy responses, in order to ensure that economic growth, which 
is in the process of consolidation, is not sacrificed in the long-run. Indian banking 
sector policy with regard to financial liberalisation and innovation has always been 
calibrated, cautious and yet, consistent. The fact that the Indian banking system is not 
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adversely affected during the recent crisis is a proof of the success of the banking 
sector and there is a growing realisation that regulatory and supervisory policy needs 
to be strengthened to adopt a system-wide approach to counteract pro-cyclical 
movements in the banking sector and htdia has been lauded as one of the few 
countries that has followed a vigilant and counter-cyclical policy approach to banking 
sector developments (Roy, 2011) 
Banks in India 
The concept of Banking in India dates back to the first half of 18th century. 
The first bank that was established in the country was The General Bank of India 
founded in 1786. After that came the State Bank of India in Kolkata in 1806 which 
was then known as The Bank of Bengal. 
The operations of all the banks in India are controlled by the Reserve Bank of 
India. All the Indian banks are governed by the RBI or Reserve Bank of India. This 
governing body took over the reasonability of formally regulating the Indian banks in 
1935. The Reserve Bank of India was announced as the official Central Banking 
Authority for the smooth supervision of the banking industry in India, Banks in India 
are classified into 2 broad categories namely, Public sector banks and Private sector 
banks. 
The banking scenario in India has already gained momentum, with the 
domestic and international banks gathering pace. All the banks in India are following 
the 'cost, determined by revenue minus profit model. 
This means that all the resources should be used efficiently to improve the 
productivity and ensure a win-win situation. To survive in the long run, it is essential 
to focus on cost saving. Previously, banks focused un the 'revenue model which is 
equal to cost plus profit. Post the banking reforms, banks shifted their approach to the 
'profit' model, which meant that banks aimed at higher profit maximization. 
Public Sector Banks in India 
Banks such as State Bank of India, Bank of Baroda, Syndicate Bunk and 
Canary Bank are known as Public sector banks. Public sector banks are controlled and 
managed by the Government of India. Public sector banks have been serving the 
nation for over centuries and are well known for their affordable and quality services. 
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The banking sector in India is mostly dominated by the Public sector banks. 
The Public sector banks in India alone account for about 75 per cent of the total 
advances in the Indian banking industry. Public sector banks have shown remarkable 
growth over the last tour decades. But the private sector banks of India have also 
made significant progress in the last few years. As far as the economic growth is 
concerned Private Sector Banks have a great contribution also many new banking 
sector policies account for the development of the country. 
Complaints against Public Sector Banks 
There was, however, an increase in complaints against public sector banks in 
2010-11 over the previous year, whereas the number of complaints against private 
sector banks and foreign banks witnessed a decline over the same period. Number of 
complaints per branch was particularly high for foreign banks at 22.34% in 2010-11. 
In 2010-11. almost one fourth of the total complaints were received against credit/ 
debit/ATM cards. 
Table (4.1): Region-wise Complaints Received at Banking Ombudsman 
Offices 
80 office Number of complaints 
2009-10 2010-11 
1 2 3 
Ahmedabad 4,149 5,190 
Bangalore 3,854 3,470 
Bhopal 3,873 5,210 
Bhubaneswar 1,219 1,124 
Chandigarh 3,234 3,559 
Chennai 12,727 7,668 
Guwaha ti 528 584 
Hyderabad 5,622 5,012 
Jaipur 4,560 3,512 
Kanpur 7,832 8,319 
Kollcata 5,326 5,192 
Mumbai 10,058 7,566 
New Delhi 12,045 10,508 
Patna 1,707 2,283 
Thizuvananthapuram 2,532 2,077 
Total 79,266 71,274 
Source: Various Regional Offices of Banking Ombudsman. 
The second largest number of complaints were received against pension (8 per 
cent) followed by loans and advances (6 per cent). Complaints against pension and 
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Direct Selling Agents (USA) increased in 2010-11 over the previous year. In 2010-11, 
more than 90 per cent of total complaints relating to DSA were received against 
foreign banks and new private sector banks. 
More than 50 per cent of the complaints relating to hidden charges were 
received against private sector banks and foreign banks. Such complaints were 
relatively less in case of public sector banks. However, more than 95 per cent of the 
complaints regarding pension were received against public sector bank (Hansda, 
2011). 
Network and Staff 
In India, the Banking scenario has undergone tremendous changes and they 
are facing tough competition in the post liberalization environment. The Banking 
today is something innovative which could not be imagined before two decades. In 
the competitive regime, Information Technology is the backbone of the banking 
activities. Information is at the heart of today's business, and the all-pervasive impact 
of Information Technology in harnessing, collating and processing huge volumes of 
information is definitive. 
The growth is also accompanied by a rapid branch expansion. The network of 
private sector bank grew at almost three times of all scheduled commercial banks and 
more than four times that of public sector banks. The star performers among these 
banks are the Centurion Bank of Punjab (CBoP), HDPC Bank, ICICI Bank, and the 
Axis Batik (formerly UT I Bank). these big four expanded their branch network at a 
rapid rate of 14-16 per cent per annum in tents of compound growth rates. 
Another trend in the banking sector during this period was the increase in staff 
strength by private sector banks, while the public sector banks witnessed a decline in 
the number of employees. The private sector banks recorded a compounded growth of 
24 per cent in their staff strength. The decline in public sector bank staff can be 
attributed to restructuring and adoption of IT infrastructure. 
Expansion of Banking Network through ATMs 
It is important to note that presently almost 98 per cent of the branches of 
public sector banks are fully computerized, and within which almost 90 per cent of 
the branches are on core banking platform. The first Automated Teller Machine 
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(ATM) was introduced in the year 1967 by Barclays Bank in Enfield Town in North 
London. At that time a few would have anticipated excess in Al Ms. '(hen for many 
years after, the aim was to shift people off the teller lines thus lowering a banks 
distribution costs and increase efficiency (Introduction, n. d,). 
"A government focussed on developing sustainable products for rural India 
decides to develop an ATM to meet this segment's banking demands. It is now on the 
verge of transforming banking services through its unique ATM. The ATM is 
powered by solar energy and consumes just 4 per cent of the total energy that is 
required by a conventional ATM to function. It can operate in the temperature range 
of 0-C to 50°C, which will help in reducing CO2 emissions by at least 18,500 kg per 
year. This unique ATM has the capability to serve Indian villages -indicating an 
opportunity for over half a million A'fMs across the country."(www.ibcf.org). 
Automated Teller Machines (ATMs) have gained prominence as a delivery 
channel for banking transactions in India. Banks have been deploying ATMs to 
increase their reach. As at the end of December 2007, the number of ATMs deployed 
in India was 32,342. According to a survey by Banknct India, 95% people now prefer 
this modern channel to traditional mode of banking. Almost 60% people use an ATM 
at least once a week. 
ATMs are now seen to be more than mere cash dispensing machines. 
Customers use ATMs to recharge their mobile phone pre-paid connections, pay their 
utility bills, even mutual fund transactions — making them at par with flexibility given 
in internet banking — only more secure. Of the value-added services provided at 
ATMs, bill-payment is the most used service, followed by prepaid mobile talk-time 
recharges. However, still about one third of the respondents do not use any value 
added services at ATMs (Special Section on ATMs, n. d.). 
The introduction of automated teller machines (ATMs) enabled customers to 
do banking without visiting the hank branch. In 2010-11, number of ATMs witnessed 
a growth of 24 per cent over the previous year. However, the percentage of off-site 
ATMs to total ATMs witnessed a marginal decline to 45.3 per cent in 2010-11 from 
45.7 per cent in 2009-10. More than 65 per cent of the total ATMs belonged to the 
public sector banks at end of March 2011. The Reserve Bank has advised banks to put 
in place a system of online alerts latest by June 30, 2011 to cardholders, for all types 
of transactions, irrespective of the amount involved through various channels due to 
the increased instances of fraudulent withdrawals at ATMs. Further, banks have been 
Page 1109 
also advised to provide complaint templates at all A1'M sites for lodging ATM-related 
complaints (Selvi. 2012). 
From the point of view of banking penetration. oft-site A'I'Ms have more 
relevance than on-site A"f'Ms. Out of the total net increase in AiMs in 2010-1 1, 44 
per cent were off-site ATMs. Sixty three per cent of the net addition of ATMs by new 
private sector banks and 98 per cent of net addition of ATMs by foreign banks were 
at off-site locations in 2010-11. 
Table (4.2): Population Group-wise Distribution of ATMs (end-Mar 2011) 
Bank group (At end-March 2011) 
Rural Semi- Urban Metro Total 
urban politan 
1 2 3 4 5 6 
Public sector banks 5,872 13.278 16,186 14,151 49,487 
(11.9) (26.8) (32.7) (28.6) (100.0) 
Nationalised Banks 2.718 5.680 8.132 8.306 24.836 
(10.9) (22.9) (32.7) (33.4) (100-0) 
State Bank Group 3.154 7.598 8.054 5.845 24.651 
(12.8) (30.8) (32.7) (23-7) (100.0) 
Private sector banks 1,262 4,784 7,576 10,029 23,651 
(5.31 (20.2) (32.0) (42.4) (100.0) 
Old Private Sector Banks 332 1.339 1.401 1.054 4.126 
(8.0) (32.5) (34.0) (25.5) (100.0) 
New private Sector Banks 930 3.445 6,175 8.975 19.525 
(4.8) (17-6) (31.6) (46-0) (100.01 
Foreign Saabs 21 20 300 1.026 1,367 
(1.5) (1.5) (21.9) (75.1) (100.0) 
Total 7,155 18,082 24,062 25,206 74,505 
(9.6) (24-3) (32.3) (33.8) (100.0) 
(37.7) (24.9) (21.8) (21.71 (23.9) 
Note: 1) Figures in parentheses indicate percentage share of total ATMs under each bank. 
2) Figures in square brackets are percentage variation over the previous }ear. 
Chart (4.3): Population Group-wise Distribution of ATMs (end-March 2011) 
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Source: Reserve Bank of India, 2011. 
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The above discussion explained the major developments in the area of public 
sector banking policy in 2010-I1 and 2011-12, so far. These policy developments 
have been broadly in-sync with the major policy objectives of maintaining price 
stability, while supporzing economic recovery, financial stability, linaaeia[ inclusion 
and financial sector development. Going forward, a continued and consistent 
momentum of the banking sector policy, with focused attention on financial stability 
and financial inclusion, would ensure a healthier and more inclusive banking sector, 
which can contribute towards sustained and inclusive growth of the Indian economy. 
Now a brief account is considered for the profile of selected public sector bank, that 
is, Carrara Bank (Sony, 2012). 
Canara Bank- A Profile 
"A good bank is not only the financird heart of the community, but also one 
ivith on obligation of helping in every possible manner to improve the ecommdc 
conditions of the connnon people" - 
A. Subba 2no Pal. 
Introduction 
Canara Bank is now a hundred years old founded on I July 1906, with 
laudable intentions of helping the common man. Canary Bank now ranks as the 
largest among the nationalized banks in terms of global business. It is one of the 
highest profit earners among Indian banks. Canara Banks rise to pre-eminence is in 
large measure due to the sincerity and devotion of a large number of individuals who 
have been true catalysts in the stupendous growth that the bank has achieved over the 
years. Carrara Banks' story began in the coastal town of Mangalore. Today, it has its 
headquarters at Bangalore and over 2,500 branches spread all over the country, 
manned by a staff of nearly 47.000 besides offices and service units at all important 
centres. Nationalized in 1969 along with thirteen other banks, the government still has 
a major stake in the Canara Bank, though after it went public in 2002, shareholders 
have a stake in the equity. Carrara Sanks distinct culttue, its brand image, its fortitude 
and its ability to harness change to its advantage have always set it apart from its 
contemporaries (Kamatlt, 1991). 
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As on 2009 November. the bank had a network of 3057 branches. 4000atnls 
spread across India. the bank also has offices abroad in London. I long-Kong. 
Moscow. Shanghai, Doha and Dubai. The Bank has gone through various phases of 
its growth trajectory over hundred years of its existence. Growth of Canara Bank was 
phenomenal, especially after nationalization in the year 1969, attaining the status of a 
national level player in terms of geographical reach and clientele segments. Eighties 
was characterized by business diversification for the Bank. In June 2006, the Bank 
completed a century of operation in the Indian banking industry. The eventful journey 
of the Bank has been characterized by several memorable milestones. Today, Canara 
Bank occupies a premier position in the comity of Indian banks, with an unbroken 
record of profits since its inception (Canara bank, n. d.). 
As a premier commercial bank in India, Canara Bank has a distinct track 
record in the service of the nation for over 105 years. Today, Canara Bank has a 
strong: pan of Indian presence with 3432 branches and 2623 ATMs. catering to all 
segments of an ever growing clientele base of 4.04 crores. Across the borders, the 
Bank has 5 branches, one each at London, I-long Kong, Shanghai, Leicester and 
Manama and a Representative Office at Sharjah, UAE. It is recognized as a leading 
financial conglomerate in India, with as many as nine subsidiaries/sponsored 
institutions/joint ventures in India and abroad. As it stepped into the second century. it 
aspires to emerge as a Global Bank with Best Practices (Chairman and Managing 
Director's Message, n. d.). 
Canara Bank is one of the 'Big five banks' along with ICICI, SBI, Punjab 
National Bank and Bank of India. The bank is headquartered in Bangalore, Karnataka 
(Contact of Canara hank customer care (phone, email), 2011). 
Widely known for customer centricity, Canara Bank was founded by Shri 
Amnlernbal Subba Rao Pai, a great visionary and philanthropist, in July 1906, at 
Mangalore. in a small port town in Karnataka. The Bank has ;gone through various 
phases of its growth trajectory over hundred years of its existence. Today, Canara 
Bank occupies a premier position in the comity of Indian banks. With an unbroken 
record of profits since its inception, Canara Bank has several firsts to its credit. These 
include: 
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• Launching of Inter-City ATM Network 
• Obtaining ISO Certification for a Branch 
• Articulation of 'Good Banking' - Bank's Citizen Charter 
• Commissioning of Exclusive Mahila Banking Branch 
• Launching of Exclusive Subsidiary for IT Consultancy 
• Issuing credit card for farmers 
• Providing Agricultural Consultancy Services 
Fable (4.4) shows the performance and distribution of Canara Bank in the 
tabulated form of live years. The table is showing the performance and progress of the 
Canara Bank. It includes number of offices, number of employees, business per 
employee, profit per employee, capital and reserve and surplus. deposits, investment, 
advances, interest income, other income, return on advance and cost of fund of the 
last five years. 
Table (4.4): Performance of Canara Bank 12006-07 to 2010-20111 
Nationalised Banks 	 Canara Bank 
(An1owv in crde) 
Group AN 9+sks' 
Maws 200647 2087-0! 200408 200940 2010.11 I AWat 
2010-11 2010-11 
No 	of rl ti e, 2687 2788 2841 3140 3320 45640 76606 
No of .n p oytI 16359 13200 11000 13380 43397 475082 1004182 
Bu: +n —, per tornpbyee (r+ Z lakh) 54876 60041 780.17 982.58 1228.18 1144.77 987.38 
Prot pot mnployea (in Z I.kh) 324 365 497 7.35 0.76 6.95 7.00 
Capad and Ast,.nm & :uq 10354 10500 12208 11672 20040 205857 500813 
Oepo.res 112381 151072 186893 234651 2973 3127122 5616132 
1nvr.tmen5 15226 19612 57777 89677 83700 942837 1910053 
Advance: 98505 107238 138219 169335 212467 2311478 4298704 
lnWv rt WNW" 11365 11201 17119 18752 23064 256400 491665 
OMeer rixon* 1451 2213 2311 2858 2703 28425 79564 
Were= eexpuHdsd 7338 10663 12401 13071 15241 164135 298891 
Ope asnp *V*rV 6 2565 2791 3065 3478 4419 53818 123129 
Co-.t at f~svd (CoF) 535 677 6.62 5.61 529 4.03 473 
Re wn on advanoec adluaed so CoF 306 283 382 3A6 3.61 427 4.15 
wagr = 	10 t W expencec 1625 1235 1214 1326 15.03 16.41 17.05 
Reswn an A.::, 0.96 092 106 1.30 1.42 1.03 1.10 
135 CRAB 
 
1325 1410 1343 1538 13.47 14.17 
Net NPA rato 1 94 C 84 109 1 015 111 092 097 
Source: A Profile of' Banks. 201 0- 1 1. 
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As on September 2011, the Bank has further expanded its domestic presence. 
with 3432 branches spread across all geographical segments. Keeping customer 
convenience at the forefront, the Bank provides a wide array of alternative delivery 
channels that include 2623 ATMs, covering 899 centers. With 100% CBS, the Bank 
offers technology banking. such as, Internet Banking and Funds Transfer through 
NEFT and RTGS across all branches. The Batik has further enhanced its basket of 
new tech-products for customer convenience like Canara Gift Cards, Canara Campus 
Card. Canara Platinum Card. Bills Desk for utility bills payment. Cash withdrawal at 
Point of Sale (PoS) machines at Merchant Establishments, VISA money transfer and 
the ASBA (Application Supported by Blocked Amount) facility during FY11. 
Not just in commercial banking. the Bank has also carved a distinctive mark, 
in various corporate social responsibilities, namely, serving national priorities, 
promoting rural development, enhancing rural self-employment through several 
training institutes and spearheading financial inclusion objective. Promoting an 
inclusive growth strategy, which has been formed as the basic plank of national policy 
agenda today, is in fact deeply rooted in the Batik's founding principles. "A good bank 
is not only the financial heart of the community. but also one with an obligation o(' 
helping in every possible manner to improve the economic conditions of the common 
people". These insightful words of the founder continue to resonate even today in 
serving the society with a purpose. The growth story of Canara Bank in its first 
century was due, among others, to the continued patronage of its valued customers, 
stakeholders, committed staff and uncanny leadership ability demonstrated by its 
leaders at the helm of affairs. It is strongly believed that the next century is going, to 
be equally rewarding and eventful not only in service of the nation but also in helping 
the Bank emerge as a "Global Bank with Best Practices". This justifiable belief is 
founded on strong fundamentals, customer centricity, enlightened leadership and a 
family like work culture (Profile. n. d.). 
History 
'I'he Indian banking industry has its foundations in the 18th century. and has 
had a varied evolutionary experience since then. The initial banks in India were 
primarily traders', banks engaged only in financing activities. Growth of Canara Bank 
was phenomenal. especially after nationalization in the year 1969, attaining the status 
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of a national level player in terms of geographical reach and clientele segments. 
Eighties was characterized by business diversification for the Bank. 
Table (4.5): Significant Milestone (History) 
1st July Canara Hindu Permanent Fund Ltd. formally registered with a capital of 2000 
1906 shares of 50/- each, with 4 employees. 
1910 Canara Hindu Permanent Fund renamed as Canara Bank Limited 
1969 14 major banks in the country, including Canara Bank, nationalized on July 19 
1976 1000th branch inaugurated 
1983 Overseas branch at London inaugurated Cancard (the Bank's credit card) launched 
1984 Merger with the Laksmi Commercial Bank Limited 
1985 Commissioning of Indo Hong Kong International Finance Limited 
1987 Canbank Mutual Fund and Canfin Homes launched 
1989 Canbank Venture Capital Fund started 
1989-90 Canbank Factors Limited, the factoring subsidiary launched 
1992-93 Became the first Bank to articulate and adopt the directive principles of "Good Banking". 
1995-96 Became the first Bank to be conferred with ISO 9002 certification for one of its 
branches in Bangalore 
2001-02 Opened a 'Mahila Banking Branch', first of its kind at Bangalore, for catering 
exclusively to the financial requirements of women clientele. 
2002-03 Maiden IPO of the Bank 
2003-04 Launched Internet Banking Services 
2004-05 100% Branch computerization 
2005-06 Entered 100th Year in Banking Service. Launched Core Banking Solution in select 
branches. Number One Position in Aggregate Business among Nationalized Banks. 
Retained Number One Position in Aggregate Business among Nationalized Banks. 
2006-07 Signed MoUs for Commissioning Two JVs in Insurance and Asset Management 
with international majors viz.. IISBC (Asia Pacific) Holding and RobecoGroep N.V 
respectively. 
Launching of New Brand Identity. Incorporation of Insurance and Asset 
2007-08 Management JVs. Launching of 'Online Trading portal. Launching of a `Call 
Centre'. Switchover to Basel ll New Capital Adequacy Framework. 
2008-09 The Bank crossed the coveted t 3 lakh crore in aggregate business. The Bank's 3rd 
foreign branch at Shanghai commissioned. 
The Bank's aggregate business crossed t4 lakh croremark. 
2009-10 Net profit of the Bank crossed 13000 crore. The Bank's branch network crossed the 
3000 mark. 
The Bank's aggregate business crossed t 5 lakh croremark. Net profit of the Bank 
crossed t 4000 crore. 100% coverage under Core Banking Solution. The Bank's 4th 
2010-11 foreign branch at Leicester and a Representative office at Sharjah. UAE. opened. 
The Bank raised t 1993 crore under QIP. Govt. holding reduced to 67.72% post 
QIP. 
Source: Ii i story: canarabank.com. 
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In June 2006. the Bank completed a century of operation in the Indian banking, 
industry. The eventful ,journey of the Bank has been characterized by several 
memorable milestones (1-listorv. n. d.). 
Vision 
lo emer`ue as a 'Best Practices Bank' by pursuing global benchmarks in 
profitability, operational efficiency, asset quality, risk management and expanding the 
global reach. 
\'lission 
lo provide quality banking services with enhanced customer orientation. 
higher value creation for stakeholders and to continue as a responsive corporate social 
citizen by effectively blending, commercial pursuits with social banking (Vision and 
Mission, n. d.). 
Founding Principles 
Sound founding principles, enlightened leadership, unique work culture and 
remarkable adaptability to changing banking environment have enabled Canara Bank 
to be a frontline banking institution of global standards. Banks are always known for 
their work and services they provide. These services are based on some ethics and 
principles. Some of the important principles which helped in remarkable and useful 
changes in this bank are mentioned below: 
1. To remove superstition and ignorance. 
2. To spread education among all to sub-serve the first principle. 
3. To inculcate the habit of thrift and savings. 
4. To transform the financial institution not only as the financial heart of the 
community but the social heart as well. 
5. To assist the needy. 
6. To work with sense of service and dedication. 
7. 'l'o develop a concern for fellow human being and sensitivity to the surroundings 
with a view to make changes 'remove hardships and sufferings (Patil, n. d.) 
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Awards and Achievements 
Received during 2011-12 
• The Bank was conferred with National Award - 2011 for excellence in the 
field of Khadi and Village Industries - Best Bank, South Zone for P ME(i P. 
• Corporate Social Responsibility Award-2011. 
Awards 
• CanaraUtsavand SI.BC Kerala-Declaration of total banking coverage 
• Canara Bank bags Indira Gandhi Rajbhasha shield 2009-10 
• The Bank has been conferred with the Second Best Bank Award under 
National Awards for Excellence in lending to Micro Enterprises for the year 
2009-10, by the Ministry of MSME and Outstanding Performer at National 
level for implementation of Interest Subsidy Eligibility Scheme (ISEC) of 
KVIC in the country for 2009-10. 
• The Bank was conferred 4 awards by the Public Relations Council of India 
(PRCI), in the following categories: 
Silver Award for Corporate Film—English 
Bronze Award for House Journal/Magazine— Languages 
> Bronze Award for Table Calendar 
Y Bronze Award for Corporate Advertisement — Single - English 
Other Awards 
• FICCI Award for outstanding contribution to Rural Development. 
• GOLDEN PEACOCK Award for Best Corporate Social Responsibility 
• Social and Corporate Governance Award 
• Amity International Business School CSR Award 
• FICCI SEDF Business World Second Rest Corporate Citizen Award 
• National Master Craftsman Award 
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• Kamalade\ i Chattopadhv avva Award 
• Recognition by Government of India as Nodal Self Employment 'Draining 
Centres (Awards and Achievements, n. d.). 
Priority Sector Performance 
I lighlights of Priority Sector Performance in last 3 years: 
• Bank has achieved hat-trick by crossing all mandated. Sol and Internal Targets 
in Priority Credit. 
• Bank has doubled the growth cinder Agriculture in 2009-10 compared to 2008-
09. 
• The Agriculture disbursement in FY 07-08 was Rs.l 1443 crore while in it in 
FY 10-1 1 Rs. 22374Crores. which is almost doubled in a period of 3 years. 
• I :ducation loan stood at Rs. 3 503 crore. compared to O/s level of Rs.173 7 crore 
for Mar 08 more than doubled in 3 years. 
• Weaker Sections, SC/S'I' and Minority advances also more than doubled in 3 
years. 
Graph (4.6): Priority Sector Lending in last 4 years 
Source: http:'/%4«wti.canarahank.com 
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Table (4.7): Growth in Priority Sector Lending over last 3 years 
Segments 
Outstanding 
— _— 
March'2008 ; March'2011 
Growth 
QTM 
Priority 43,203 70,757 27,554 63.78 
Agriculture 17,996 29,656 11,660 64.79 
Direct Agriculture J 12,897 22,669 9,772 75.77 
Education 1,737 3,503 1,766 101.67 
Micro Credit 173 339 166 95.95 
Weaker Sections 7,528 17,823 10,295 136.76 
SC/STs 2,055 5,087 3,032 147.54 
Minority 4,551 11,718 7,167 157.48 
Agri Disbursement 11,443 22,374 10,931 95.53 
Source: http://www.canarabank.com 
Means of Communication 
Quarterly financial results are published in leading English Dailies and in 
Regional Language Newspaper based in Bangalore as also put on Website of the 
I3ankwww.canarabank.com (Shareholder Information. n. d.). 
Overseas Branches and Offices 
('anara Bank established its International Division in 1976. to supervise the 
functioning of its various foreign departments, to give required thrust to foreign 
exchange business, particularly exports and to meet the requirements of NRIs. 
Though small in size, the Bank's presence abroad has brought in considerable 
foreign business, particularly NRI deposits. 
• ('anara Bank, London Branch 
• Canara Bank, Leicester Branch 
• Canara Bank [long Kong Branch 
• C'anara Bank Shanghai Branch 
• Canara Bank Sharjah Representative Office. EJAF 
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• Commercial Bank Of India LLC 
• :\l Razouki lnternation Exchange Co. 
• Eastern Exchange Establishment (Foreign Branches. n. d.). 
Subsidiary Companies 
• Cantin Homes Limited 
• ('anhank Factors Limited 
• Canhank Venture Capital Fund Limited 
• Canbank Computer Services Limited 
• Canara Batik Securities Limited 
• CanalaRobeco Asset Management Company Limited 
• ('anhank Financial Services Limited 
• Canara I-ISBC ()riental I 'iIi Insurance Company Limited 
Regional Rural Banks 
• Shrevas Gramin Bank 
• South Malabar Gramin Bank 
• Prauathl Gramin Bank 
Development Projects 
Canara bank made a partnership with UNEP to initiate a successful solar loan 
programme. It was a four-year $7.6 million effort, launched in April 2003 to help 
accelerate the market for financing, solar home systems in southern India. 
Canara Bank. one of the premier Banks in the country has signed a 
Memorandum of Understanding (MoU) with M/s Plastro Plasson Industries (India) 
Ltd. one of the leading Companies which specializes in manufacturing of micro-
irrigation equipments and also undertakes projects on turnkey basis, for financing of 
micro-irrigation equipments to farmers (Company History, n. d.). 
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Manpower Profile 
As at March 31, 2011, the Bank had 43397 employees on its rolls. The bank 
employees comprised 40.7/0 officers, 37.3% Clerks and 22.0% Sub-Staff. Women 
employees comprising 10281 constituted over 23.5% of the Bank's total staff. The 
Bank recruited 1089 women employees and promoted 303 women employees under 
various cadres during the year. 
Table (4.8): Manpower Profile of Canara Bank 
March 2010 	March 2011 
Total no. of employees , 	43380 	43397 
Officers 	17338_ 17649 
Clerks _ 
Sub Staff 	~ r— 97578 	 W 19570' 
"`includes part-time employees (PTEs) 
During the year, the Bank recruited 2335 persons in various cadres, out of 
which 412 belonged to Scheduled Castes (SCs) and 179 to Scheduled Tribes (STs) 
categories. The total number of ex-servicemen staff as at the end of March 2011 stood 
at 1653, out of which 169 were recruited in various cadres during the year. There 
were 870 Physically Challenged Employees on the rolls of the Bank (Annual Report, 
2(110-11). 
Major IT initiative 
Canara Bank had a major IT initiative to network all branches and move them 
to a single software platform. Canara Bank chose Flexeube from Oracle Financial 
Services Software as the application. The Bank entered into an agreement with IBM 
for rolling out tlexeube to over 1000 branches as part of Phase 1. 'Phis phase has just 
been concluded, with Karaikudi Branch in Tamil Nadu being the 1000th branch to go 
live. Over 22 million customers are benetitting from this initiative. In March 2009 IT 
Examiner published reports of major problems with the flex cube implementation. 
Now, all the branches of Canara Bank are live on core banking application Flexcube 
(Canary Bank, it. d.). 
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Summary 
This chapter pointed out that the introduction of various innovative services. 
products and delivery channels, the Bank Customers are enjoying Quick and Quality 
Service from the Banks in all uninterrupted way as per the international standards. 
Thus the customers are facilitated to carry out most of the transactions without 
visiting the branch premises. The technology development in Banking is yet to reach 
the rural areas in a big way, since such centre have substantial population utilizing the 
banking services. And the need of the hour is to implement Biometric Technology fi r 
ATM Card Payments. for more security'. —Virtual Branches, with minimum 
infrastructure, can be made available to provide all information to the customers who 
can use the Touch-Screen "l'echnology. 
On the whole, these inventions of Innovative Banking Services and Products 
increases Operational efficiencies and reduce costs, besides giving a platform for 
offering Value Added Services to the customers, thereby fulfilling all the essential 
prerequisites for —Universal Banking. Further, the focus of attention and effort 
should be on employees and their response rather than on the change. Timely 
management of the transitional problems, which are bound to arise when an important 
change is brought about, is crucial. The key message of the study is that technology 
led innovation has been a key factor in growth and value creation in the banking 
industry. While Banks in India are treading the path of growth, there has been a 
heightened regulatory and business led focus on risk management. Banks are 
deploying technology for implementing differentiated strategy and risk management 
frameworks. Increasing IT investments in these areas will also bring a proactive and 
transparent monitoring and compliance environment within Banks. For managing 
Human Resources and development, banks have to incur a substantial employee 
training cost as the attrition rate is very high. Hence, banks find it difficult manage the 
human resources and development initiatives. 
In the forthcoming chapter, our endeavour will be to trace the development of 
private sector banks in India with special reference to ICICI Bank. 
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Chapter V 
Developnicnt of Private Sector Banks in India: A Case 
Study of ICICI Bank 
The foregoing chapter highlighted the development of public sector banks 
with special reference to Canara Bank. This chapter is devoted to trace the origin and 
development of private sector banks in India. It will also deal exclusively with sample 
hank i.e. 1CICI Bank. 
Introduction 
The banking industry is a s}ystemically important industry for the Indian 
economy in general and financial sector in particular as it comprises nearly 90% of 
the total financial services sector of the country. The banking industry in India has 
undergone significant transformation since the initiation of the financial sector 
reforms that were part of the structural reforms of early I990s. The banking sector has 
steadily evolved from a state-directed banking system into a fairly open competitive 
banking system. Banking in India has become service oriented, maturing from the 
days of 'walking in business' to the present situation of 24 hour banking solutions to 
attract customers. Disintermediation in the business has led banks to be extremely 
prudent in terms of their internal operations and has led to the adoption of' newer 
products and delivery channels (Industry Overview, n. d.). 
Over the past decade the banking industry has witnessed many positive 
developments. The banking industry in India compares quite well with many of its 
international counterparts on metrics such as growth, NPAs, ROA, etc. Although the 
Indian banking industry has witnessed significant growth in last few years, 
comparatively lower levels of financial inclusion remains a concern. A large 
proportion of the population is still financially excluded. Further, the progress made 
during past decade is limited to a small part of the industry. While the onus for 
tackling the emerging challenges lie mainly with bank managements, a facilitating 
policy and regulator \ framework is critical for the further development of the banking 
industry (Issues and Challenges. n. d.). 
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The last decade has seen many positive developments in the Indian banking 
sector. The policy makers, which comprise the Reserve Bank of India (RBI), Ministry 
of Finance and related government and financial sector regulatory entities, have made 
several notable efforts to improve regulation in the sector. The sector now compares 
favourably with banking sectors in the region on metrics like growth, profitability and 
non-performing assets (NPAs). A Cew banks have established an outstanding track 
record of innovation, growth and value creation. Banking in India was defined under 
Section 5(A) as any  company which transacts banking, business" and the purpose of 
banking business defiled under Section 5(B),"accepting deposits of money from 
public for the purpose of lending or investing, repayable on demand through 
cheque/draft or otherwise" as indicated by the researcher (Chaudhry and Sharma, 
2011). 
Private Sector Banks in India 
All those banks where greater parts of stake or equity are held by the private 
shareholders and not by government are called as the private sector banks. These are 
the major players in the banking sector as well as in expansion of the business 
activities in India. The present private sector banks equipped with all kinds of 
contemporary innovations, monetary tools and techniques to handle the complexities 
are a result of the evolutionary process over two centuries. They have a highly 
developed organisational structure and are professionally managed. Thus they have 
grown faster and stronger since past few years. Private sector banks have been 
functioning in India since the very beginning of the banking system. Initially. during 
1921, the private banks like bank of Bengal. bank of Bombay and Bank of Madras 
were in service, which all together formed Imperial Bank of India. 
Reserve Bank of India (RB[) came in picture in 1935 and became the centre of 
every other bank taking away all the responsibilities and functions of lmperiat bank. 
Between 1969 and 1980, there was rapid increase in the number of branches of the 
private banks. In April 1980, they accounted for nearly 17.5 percent of bank branches 
in India. In 1980, after 6 more banks were nationalized, about 10 percent of the bank 
branches were those of private sector banks. The share of the private bank branches 
stayed nearly same between 1980 and 2000. Then from early 1990'x, RB1's 
liberalization policy came in picture and with this the government gave licenses to a 
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few private batiks, which came to be known as new private sector banks. There are 
two categories of the private sector banks- "old" and "new". The old private sector 
banks have been operating since a long time and may be referred to those banks, 
which are in operation from before 1991 and all those banks that have commenced 
there business after 	) I arc called as new private sector banks. 
Housing Development Finance Corporation Limited was the 1st private bank 
in India to receive license from RBI as a part of the RBI's liberalization policy of the 
banking sector, to setup a bank in the private sector banks in India (Private Sector 
Banks in India. n. ci. ). 
Private Banks are banks like IIDFC Bank, ICICI Bank, UTI Bank and IDBI 
Bank. The concept of private banking as introduced about 1 5 years ago. These are 
the banks that do not have any government stakes. 
Private Banks have gained quite a strong foothold in the Indian banking 
industry over the last few years especially because of optimum use of technology. The 
Private Banks are accountable for a share of 18.2 percent of the Indian banking 
industry. 
IndusInd Bank was the first private bank in India. Currently the bank is among 
the fastest growing banks. IDBI which is ranked as the tenth largest global 
development bank is counted as one of' the finest financial institutions in the 
subcontinent (Banks in India. n. d.). 
Comparison between Private and Public Sector Banks 
'l he researcher explained that "private sector banks have made tremendous 
strides in the last feww years. It was in mid 1990's when Indian banking scenario 
witnessed the entry of some new private sector banks and in the period between 2007 
-2009, these banks have grown by leaps and bounds. They have increased their 
incomes, asset sizes and outperformed their public sector counterparts in many areas 
(Shankar. 2007)." 
The Private sector banks have also introduced the concept of online banking in 
India. This was mostly because the private banks were technologically well equipped. 
Online banking is extremely common today since you can sit anywhere and go ahead 
with your banking transactions. 
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I lowever despite the technological challenges, the public sector banks in India 
are still preferred destinations for man\,. as they are considered as safer options for 
money deposit. A countrywide survey reveals that while the private banks have got a 
tight grip on the purse strings of the salaried class and professionals in the country. 
majority of customers in Corporate India still prcfcr the time-tested public sector 
banks for services ranging from securing credit cards to make bond investment and 
fixed deposits (Avand, 2006). 
Table (5.1): Representing the Net Income of a Few Private and Public Banks 
et Income 	00 Bank 2010 2009 2008 
rivate Sector Banks 
CiCiBank  
HDFC Bank 32.410.000 23.105 	00 27 130.000 
xis Bank 24,781,000 18,1291100 10,591.000 
ING Vysya Bank 2,431,000 14921)00 1,650,000 
ubtic Sector Barks 
SBI 117,338,000 109,5531)00 89.606,000 
Bank of Baroda 31 ,793,000 23$41.000 15 484,000 
Central Bank of India 11,626,000 63581)00 55.946,000 
t1CO Bank 10,122,000 5577.000 4,122.000 
Source: Business Maps of India 
Graph (5.2): Net Income Comparisons for Public and Private Sector Banks 
Net Income Comparison for Banks 
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ICICI BANK- A Profile 
Introduction 
ICICI Bank Limited is an Indian diversified financial services company 
headquartered in Munlbai. \Maharashtra. It is the second largest hank in India by 
assets and third largest by market capitalization. It offers a wide range of banking 
products and financial services to corporate and retail customers through a variety of 
delivery channels and through its specialized subsidiaries in the areas of investment 
banking, life and non-life insurance, venture capital and asset management. The Bank 
has a network of 3514 branches and 11063 ATM's in India, and has a presence in 19 
countries, including India. 
The bank has subsidiaries in the United Kingdom, Russia, and Canada: 
branches in United States. Singapore. Bahrain. Hong Kong, Sri Lanka. Qatar and 
Dubai International Finance Centre; and representative offices in United Arab 
Emirates, China, South Africa. Bangladesh, Thailand, Malaysia and Indonesia. The 
company's UK subsidiary has established branches in Belgium and Germany. 
ICICI Bank is one of the big four banks of India, along with State Bank of 
India, Punjab National Bank and Bank of Baroda (ICICI Bank, n. d.). 
ICICI Bank offirrs a wide range of banking products and financial services to 
corporate and retail customers through a variety of delivery channels and through its 
specialised subsidiaries in the areas of investment banking, life and non-life 
Insurance. venture capital and asset management 
The Bank currently has subsidiaries in the United Kingdom, Russia and 
Canada, branches in United States. Singapore, Bahrain, Hong Kong, Sri Lanka, Qatar 
and Dubai International Finance Centre and representative offices in United Arab 
Emirates. China. South Africa. Bangladesh, Thailand. Malaysia and Indonesia. Our 
UK subsidiary has established branches in Belgium and German. 
ICICI Bank's equity shares are listed in India on Bombay Stock Exchange and 
the National Stock Exchange of India Limited and its American Depositary Receipts 
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(ADRs) are listed on the New York Stock Exchange (NYSE) (Corporate Profile, n. 
d.). 
Corporate Profile- History 
ICIC1 Bank was established in 1994 by the Industrial Credit and Investment 
Corporation of India. an Indian financial institution, as a wholly owned subsidiary. 
The parent company was formed in 1955 as a joint-venture of the World Bank. India's 
public-sector banks and public-sector insurance companies to provide project 
financing to Indian industry. The bank was initially known as the Industrial Credit and 
Investment Corporation of India Bank. before it changed its name to the abbreviated 
IUICI Bank. the parent company was later merged into LCICI Bank. ICICI lank 
launched interact banking operations in 1998. 
ICICI's shareholding in ICICI Bank was reduced to 46 percent, through a 
public offering of shares in India in 1998. followed by an equity offering in the form 
of American Depositary Receipts on the NYSE in 2000. It acquired the Bank of 
Madura limited in an all-stock deal in 2001, and sold additional stakes to institutional 
investors during 2001-02. 
In 2000. IC' ICI Bank became the first Indian bank to list on the Net'. York 
Stock Exchange with its five million American depository shares issue generating a 
demand hook 13 times the offer size. 
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Table (5.3) Performance of ICICI Bank 12006-07 to 2010-20111 
Private Sector Banks ICICI Bank 
(4mo ,vt in Z crwr , 
fsoup Al 8wts' 
2007.08 200800 280010 2010/1 AMepiu AWgW 
1910x11 2010-11 
No of offwes 716 1271 1433 1719 2564 11068 76690, 
No of empby 33321 10686 34596 35256 56089 218579 100418_ 
&.rr« per enployw (n Z Wfi) 1027.00 100800 115400 765.00 735.00 823.2E 987 31 
Profit per neplO p e (n z lakh) 900 1000 11 00 0.00 10.00 8.10 7 Oc; 
Capital ar nd Rr.~n 	a twyk 21663 46820 49533 51618 53M1 1385110 50061 
Qepo.~ 230310 244431 218348 2Ra017 225 1002750 541643_ 
~.eanrm 91258 111134 103058 120893 13406 422020 1016053 
Ae.a-oes 196866 22361E 218311 181206 216360 797534 4296704 
inxrr-t noon* 21096 30788 31093 25707 23874 96827 4016& 
Over roan* 6928 8811 7604 7478 6688 3072E 7956.1 
lnWret *VWW.O 16338 23484 22726 17393 16037 57115 29889' 
ope~atng t*sn~ec 8801 8154 7013 5886 8617 27400 12312E 
Coo of Fad  (Cac) 5.34 SAO 5.72 4.18 3.59 4.5E 173  
Pa urn on a0r i 	aquraed 10 CoF 4.08 4.33 4.33 4.31 4.68 5.11 415 
WAW- a : '. to total .+pens* 7.01 657 0.642 821 11.03 14.54 1705 
Aen,m on AS ! , 100 112 098 1 13 135 143 1 10 
CRAR 1169 139E 1553 1941 1954 1646 151; 
N!t NPA rato 103 153 209 : 1 _2 1 	11 058 397 
Source: A Profile of Banks, 2010-11 
In October 2001, the Boards of Directors of ICK'l and ICIC'l Bank approved 
the merger of IC:ICI and two of its wholly owned retail finance subsidiaries, 1CICI 
Personal Financial Services limited and ICICI Capital Services I.inmited, with I('I('I 
Bank. The merger was approved by shareholders of ICICI and ICICI Bank in January 
2002, by the High Court of Gujarat at Ahmedabad in March 2002. and by the high 
Court of Judicature at Mumhai and the Reserve Bank of India in April 2002. 
In 200K, following the 200K financial crisis, customers rushed to ATM's and 
branches in some locations due to rumors of adverse financial position of lCICI Bank. 
The Reserve flank of India issued a clarification on the financial strength of ICICI 
Rank to dispel the rumors. The table below is showing the performance and progress 
of the IC'IC'I Bank (Corporate History, n. d.). 
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Human Resources in ICICI Bank 
ICICI Bank seeks to nurture a mutually beneficial relationship with its 
employees. This relationship is characterised by the investment which the Rank 
makes in its employees by providing challenging roles and assignments, opportunities 
for personal growth- relevant and timely performance support, training and an 
enabling environment. The Bank seeks to create a workplace which combines 
achievement orientation with care for employees. On January 5, Founder's Day, 
directors formalised employee value proposition through launch of the °Saath Aapka" 
campaign. Through Saath Aapka. the bank has clearly and in a transparent manner 
articulated what employees can expect from the organisation. Al the same time, the 
bank has defined the desired competencies at various levels in the organizatimr as 
"DNA anchors'" which communicate to employees what the organisation expects from 
them. The key elements of the "Swath Aapka' proposition are: 
• Opportunities for personal growth and learning for employees, as they work 
towards the organisation's growth and success. 
• An enabling work culture that facilitates the achievement of inspirational 
goals. 
• A merit-oriented organisation, setting high performance standards and linking 
rewards to performance. 
• Standing by employees in their hour of need just as employees go the extra 
mile for the organisation whenever there is a need for the same. 
• A winning organisation that is conscious of its larger role in society and in 
nation building. 
During the year, the integration of Bank of Rajasthan into the Bank was a 
major exercise which was successfully completed. The integration process focused 
both on business as well as cultural integration. The people and cultural integration 
was achieved through well-planned communication of the Bank's values and culture. 
the Bank reached out to all employees of Sank of Rajasthan and addressed their 
expectations and concerns. This was achieved through communication from the top 
management of the Batik, open house sessions jointly conducted by senior managers 
from Bank of Rajasthan and ICICI Bank and one-on-one sessions wherever required. 
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Further, to align the skill sets of Bank of Rajasthan employees, special training 
programs were designed and conducted by the Bank. 
To further augment the bank's efforts in providing best-in-class service to its 
customers, the hank has ensured that more experienced and seasoned employees are 
placed in leadership roles at branches. The bank has also ensured that the average 
banking experience and vintage of customer service staff at branches are enhanced. 
despite an increase in the number of branches. The Bank also continued its efforts in 
training its branch stall' and other employees to increase their banking related 
knowledge. Through an innovative programme called Skill through drill, branch staffs 
have been trained in service skills required to deliver the Khayaal Aapka promise to 
the customers. 
The bank has also introduced an innovative programme called the Service 
Assessor l'rogramme wherein the staffs is video recorded live and feedback on service 
behaviours is given. The Bank also introduced a rigorous evaluation and certification 
process for all employees in customer service roles to ensure employees engaged in 
servicing, the customers have thorough knowledge of banking regulations, processes 
and product features (Annual Report. 2010). 
Creation of Market Infrastructure in India 
ICICI Bank has contributed to set up different institutions which include the 
following: 
National Stock Exchange 
l'he National Stock Fxchange was promoted by India's leading financial 
institutions (including ICICI Ltd.) in 1992 on behalf of the Government of India with 
the objective of' establishing a nationwide trading facility for equities, debt 
instruments and hybrids, by ensuring equal access to investors all over the country 
through an appropriate communication network. 
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Credit Rating Information Services of India Limited 
In 1957, ICICI ltd. along with UTI set up CRISIL as India's first professional 
credit rating agency. CRISIL offers a comprehensive range of integrated products and 
service offerings which include credit ratings, capital market information, industry 
analysis and detailed reports. 
National Commodities and Derivatives Exchange Limited 
NCDEX is a professionally managed online multi-commodity exchange, set 
up in 2003. by ICICI Bank Ltd, LIC, NABARD, NSF, Canara Bank. CRISIL. 
Goldman Sachs. Indian Farmers Fertilizer Cooperative Limited (IFFCO) and Punjab 
National Bank. 
➢ Financial Innovation Network and Operations Pvt. Ltd. 
ICICI Bank has facilitated setting up of 1 FINO Cross Link to Case Link 
Study" in 2006, as a company that would provide technology solutions and services to 
reach the underserved and under banked population of the country . Using cutting edge 
technologies like smart cards, biometrics and a baskct of support services, FINO 
enables financial institutions to conceptualize, develop and operalionalize projects to 
support sector initiatives in microfinance and livelihoods. 
9 Entrepreneurship Development Institute of India 
Entrcprcneurslcip Development Institute of India (EDII). an autonomous body 
and not-for-profit society, was set tip in 1983, by the erstwhile apex financial 
institutions like IDBI, ICICI, IFCI and SBI with the support of the Govt. of Gujarat as 
a national resource organization committed to entrepreneurship development, 
education, training and research. 
North Eastern Development Finance Corporation 
North Eastern Development Finance Corporation (NEDFI) was promoted by 
national level financial institutions like ICICI Ltd in 1995 at Guwahati, Assam for the 
development of industries. infrastructure, animal husbandry, agri-horticulture 
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plantation. medicinal plants. sericulture. agluaculture, poultry and dairy in the North 
Eastern states of India. NEDFI is the premier financial and development institution 
for the North Fast region. 
Asset Reconstruction Company India Limited 
Followinc the enactment of the Securitizations Act in 2002. ICI('l Bank 
together with other institutions, set up Asset Reconstruction Company India Limited 
(AR('IL) in 2003. to create a facilitative environment for the resolution of distressed 
debt in India. ARCH. was established to acquire non-performing assets (NPAs) from 
financial institutions and banks with a view to enhance the management of these 
assets and help in the maximization of recovery. This would relieve institutions and 
banks from the burden of pursuing NPAs, and allowed to focus on core banking 
activities. 
Credit Information Bureau of India Limited 
ICICI Bank has also helped in setting up Credit Information Bureau of India 
Limited (cll3M.). India's first national credit bureau in 2000. CIBIL provides a 
repository of information (which contains the credit history of commercial and 
consumer borrowers) to its members in the form of credit information reports. The 
members of CIBIL include banks, financial institutions, state financial corporations, 
non-banking financial companies, housing finance companies and credit card 
companies (Creation of market infrastructure in India. ii. d.). 
ICICI Foundation for Inclusive Growth 
Vision and Mission 
For o\er lire decades, the ICICI Group has partnered India in its economic 
growth and development. Promoting inclusive growth has been a priority area for the 
group from both social and business perspective. The ICICI Group strives to make a 
difference to its customers, to the society and to the nation's development directly 
through its products and ser v ices, as cll as through development initiatives and 
community outreach. 
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ICICI Foundation for Inclusive Growth (ICICI Foundation) was founded by 
the ICICI Group in early 2008 to carry forward and build upon its legacy of 
promoting inclusive growth. ICICI Foundation works within public systems and 
specialized grassruots organizations to suppon developmental work in four identified 
focus areas. They are committed to invest in long-teen efforts to support inclusive 
growth through effective interventions. 
Vision 
Its vision is a world free of poverty in which every individual has the freedom 
and power to create and sustain a just society to Live. 
Mission 
Its mission is to empower the poor to participate in and benefit from the Indian 
growth process through integrated action in the fields of primary health, elementary 
education, financial inclusion and sustainable livelihood. This will be achieved 
through active collaboration with the government and independent organizations. 
History 
ICICI Bank's Social Initiatives Group (SIG), a non-profit group set up within 
ICICI Bank in 2000. pioneered work on primary health, elementary education and 
access to finance. In January 2008, ICICI Group established ICICl Foundation for 
Inclusive Growth, which carries forward this legacy (ICICI Foundation far Inclusive 
Growth, n. d.). 
Corporate Social Responsibility Programmes for Elementary 
Education 
Read to Lead Phase I 
Read to lead is an initiative of ICICT Bank to facilitate access to elementary 
education for underprivileged children in the age group of ;-14 years including girls 
and tribal children from the remote rural areas. The Read to lead initiative supports 
partner NCIOs to design and implement programs that mobilize parent and community 
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in\ olvement in education. strengthen schools and enable children to enter and 
complete formal elementary education. Read to lead has reached out to 100,000 
children across 14 states of Andhra Pradesh, Bihar, Delhi, Gujarat. Haryana, 
.lharkhand, Karnataka, Maharashtra. Orissa, Rajasthan, Tamil Nadu. Tripura. Uttar 
Pradesh and \\'cyst Bengal. 
Read to lead Phase I is focused on 
• Bridge courses to support dropout children to re-enrol in formal education. 
• Remedial coaching to potential dropout children to ensure their continuation in 
lilrmal schooling. 
• Educational kits that include uniforms, books, stationery, woollen clothes etc. 
• Inclusive and special education for children with special needs. such as 
mentally 	challenged and physically disabled children. 
• l Ieaith and nutritional support for children. 
• Community initiatives for sensitisation on importance of education, including 
parent groups. school enrolment drives, workshops and seminars, and 
publications. 
• Holistic development of children through instruction in arts and crafts. street 
plays. and life skills education. 
Read to Lead Phase 11 
In Phase I1 o1' the Read to lead programme, 1CIC1 Bank has supported the 
establishment of 63 libraries that will reach out to approximately 7.200 children in the 
rural areas of Jagdalpur block of Bastar district in Chhattisgarh. The programme 
includes building libraries, sourcing books and conducting various interactive 
activities to make the library a dynamic centre for learning (Corporate Social 
Responsibility pi grammes for Elementary l.ducatio, n. d.). 
Subsidiaries 
Domestic 
• ICICI Lombard 
• IC'IC'I Prudential Life Insurance Company Limited 
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• ICICI Securities Limited 
• ICICl Prudential Asset Management Company Limited 
• ICICI Venture 
• ICICI Home Finance 
• ICICI direct.corn 
• 1(1C'1 Fowidation 
International 
• ICICI Bank l*K PLC 
• 1('ICI Bank Canada 
• 1ClCI Bank Eurasia I.I.0 
Acquisitions 
• 2005: Invcstitsionno-Kreditny Bank (IKB), a Russian bank 
• 2007: Sangli Bank 
• 2' i 10: Bank of Rajasthan (Subsidiaries, n. d.). 
Green products and services 
Insta-banking 
It is the platform that brings together all alternate channels under one umbrella 
and gives customers the option of banking through Internet banking, i-Mobile 
banking. IVR Banking. This reduces the carbon footprint of the customers by 
ensuring they do not have to resort to physical statements or travel to their branches. 
But you will he charged Rs 110 If you discontinue paper statements and go to branch 
to get a paper statement for loan etc. 
Vehicle Finance 
As an initiative towards more environment friendly way of life, Auto loans 
otter 50% waiver on processing fee on car models which uses alternate mode of 
energy. The models identified for the purpose arc. Maruti's LPG version of Maruti 
800. Omni and Versa. Hyundai's Santro Lco, Civic Hybrid of I londa, Reva electric 
cars. "Data Inclica CNG and hlahindra Loan CNG versions ((;o Green Initiative. n. 
d.). 
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A„va rds 
• 2004: Best Bank in India Award presented by Furomoney Magazine. 
• 2007: ICICI Bank has been conferred the Luromonev Award 2007 for the Best 
Bank In the Asia-Pacilie Region. 
• 2007: ICICI Bank wins the Excellence in Remittance Business award by The 
Asian Banker. 
• 2009: ICICI Bank bags the "Best bank in SME financing (Private Sector)" at the 
I)un and Bradstreet Banking; awards. 
• 2011: ICICI Bank is the only Indian brand to figure in the Brandt Top IOU Most 
Valuable Global Brands Report, second year in a row. 
• 2011: ICICI Bank ranked 5th in the list of "57 Indian Companies". and 288 th in 
World Rankings in Forbes Global 2000 list. 
• 2011: ICICI Bank has %von the "Banking Technology Awards 2010" at The Indian 
Banks Association in the following categories. 
• 2011: ICICI Bank was recognized for its Special Citation of the Fully Electronic 
Branch Service Channel. first set up at I liranandani Estate. Thane, at the Financial 
Insights Innovation Awards held in conjunction with Asian Financial Services 
Congress. 
• 2011: For the second year in a row. ICICI Bank was ranked 70th in the Brand 
director\- league tables oi' the world's most valuable brands by. The Brand 
Finance.K Banking. 500. 
• 2011: ICICI Bank was ranked 1st in the Banking and Finance category and 9th in 
the "2010 Best Companies 'I'o Work For" by Business Today. 
• 20!!: ICICI Bank L: K. 1-IiSAVE product range has been awarded the Consumer 
Moneyfacts Awards 2011 for the 'Best Online Savings Provider'. 
• 2011: For the second consecutive year, ICICI Bank was ranked second in the 
"India's 50 Biggest Financial Companies", in The BW REAL 500 by Business 
World. 
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• 2011: ICICI Bank was one of the winners in the Global Awards for Enterprise and 
IT Architecture Excellence. ICICI Bank bagged the award in the 'Business 
Intelligence and Analytics' category. 
• 201!: The Biand Trust Report ranks ICICI among the top 4 most trusted financial 
institutions.201 L ICICI Bank awarded "House of The Year (India)", by Asia Risk 
magazine, for eighth time in a row since 2004. 
• 2011: ICICI Bank awarded the most Tech-friendly Bank award by Business 
World. 
• 2011: ICICI Batik received the Best Trade Finance Bank in India by The Asset 
Triple Award, Hong Kong. 
• 2011 IC ICI Bank is the first and the only Indian brand to be ranked as the 45th 
most valuable global brand by Brandt Top 100 Global Brands Report (Awards, n. 
d.). 
Promoting Inclusive Growth 
1. Background 
For over five decades, the ICICI Group has partnered India in its economic 
growth and development. Promoting inclusive growth has been a priority area for the 
group from both a social and business perspective. They strive to make a difference to 
our customers, to the society and to the nation's development directly through our 
products and services, as well as through our development initiatives and community 
utreach. 
2. ICICI Foundation for Inclusive Growth 
ICICI Foundution for Inclusive Growth (ICICI Foundation) was founded by 
the ICICI Group in early 2008 to carry forward and build upon its legacy of 
promoting inclusive growth. ICICI Foundation works with government authorities 
and specialised grassroots organisations to support developmental work in identified 
focus areas. It is committed to investing in long-term efforts to support inclusive 
growth through effective interventions. The objective of the foundation is articulated 
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in its Mission Statement: "to empower the poor to participate in and benefit from (lie 
Indian growth process through integrated action in the fields of primar\ health. 
elementary education. financial inclusion and sustainable livelihood." 
Areas of focus: 
a) Primary health 
• District I lealth Action Plans 
• Nutrition Security Procramme 
• Maternal Nutrition Project 
• State Village I lealth Committee and Sahivya Resource Centre 
• Outpatient Health Care Project 
h) Elententary education: In the field of elementary education. ICICI Foundation 
seeks to improve the quality of public education by strengthening the state and 
district-level institutional bodies. Some of the key projects undertaken are: 
• Quality Education Programme 
• Consultative meeting to improve quality of education 
• State-wide programme for improvements in schools education and teacher 
training 
c) Access to finance: IC'ICI Foundation facilitates financial inclusion by supporting 
the development of new models for delivering financial services viz, credit, savings. 
remittance and insurance to low-income households. In addition to the ICICI Group's 
direct work in the area of financial inclusion. ICICI Foundation partners with ICICI 
Group companies to provide greater access to. and create awareness of finance in 
communities where it has established health and education programmes. 
d) Sustainable livelihoods: ICICI Foundation has broadened the scope of' its work to 
include sustainable livelihoods in order to address the urgent need for adequate 
training for rural youth. Skill development training for the youth, particularly those 
below the poverty line, is required in order to make them employable or equip them to 
become entrepreneurs. I'o cater to the need for adequate training for rural youth. 
the foundation works in the field of' sustainable livelihoods as well. The training 
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aids the youth especisllv those below the poverty line, not only to become 
employable bul also future entrepreneurs. 
Rural self —employment Training Institute (RSET) in Udaipur and Jodhpur 
works in this respect. The foundation believes that the training that is being 
provided has to be culturally relevant and locally in demand and also that the 
returns are high on low rests. Moreover, facilitation is supply chain, credit and 
marketing linkages can also be made possible with this approach. 'These linkages 
in turn will help in impairing basic financial training and placement support. 
3. Serving Communities in Partnership with Civil Society 
Besides grass root level interventions undertaken by ICICI Foundation as 
mentioned above, the ICICI Group companies also undertake certain other projects 
for the benefit of society, along with ICICI Foundation. These include: 
a) Read to Lead — Phase 11: In Phase II of the Read to lead programme, ICICI Bank 
has supported the establishment of 63 libraries that will reach out to approximately 
7,200 children in the rural areas of the Jagdalpur block of Bastar district in 
Chhattisgarh. -Ilse programme includes building libraries, sourcing books and 
conducting various interactive activities to make the library a dynamic centre for 
learning. 
b) ICICI Fellows: This programme was initiated in November 2009. It aims at 
experiential training in rural and semi urban India along with management 
training and development through personalized working and membership. The 
first watch started in Aug 2010 is currently gaining firsthand experience through 
working with the partner NGOs. Lastly, the programme aims at creating a group 
of socially responsible leaders for the country. 
c) Healthy Lokshakti: The ICICI group is collaboration with government 
healthcare systems works toward improving the health of mothers and children 
(0-1\-rs) through this project. Also, the programme ensures good health for 
women during and after their pregnancy and delivery so that neo natal and child 
mortality is reduced in Trimbak and Print tribes of Maharashtra. 
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d) Muktangan Education Initiative; This initative is been undertaken by ICICI 
securities by supporting the Mumbai-based NGO Doorstep school. This school 
supports I. 265 socio-economic, challenged children. Through activities, it also 
supports enrolment and sustenance of these socio-economic disadvantages 
children. ICICI securities in this direction support the Mukhtagan Education 
initiative which is the partnership between the Paragon Charitable Trust and the 
Municipal Corporation of Greater Mumbai, Affordable, community based 
inclusive education to the unprivileged children is provided by Muktagan. 
e) Payroll giving: Since 2003, ICICI Bank has facilitated employee donations to 
social causes through Givelndia. Close to 6,000 employees participate in the payroll-
giving programme. 
f] Employee volunteering: Employee Volunteering at ICICI is being delivered 
through °Change Makers" Programme. This programme enables employees to 
contribute their time out talent for social change. At one of the teams of ICICI 
bank, this programme is enabling employability and life. Skills sessions are 
anranged for the youth who are enrolled in vocational training and one 
underprivileged. The training of the youth is facilitated through an NUO i.e. 
Khcrwadi Social Welfare Association. 
g) Blood donation: In order to reduce the blood shortage in India, ICICI Foundation 
organised a blood donation camp at ICICI Bank Towers in Mumbai together with 
State Blood Transfusion Council (SBTC), the autonomous regulatory authority for 
blood banks in Maharashtra set up under the Ministry of Health. The camp received 
an overwhelming response from the employees and the blood donated went to 
SBTC's premiere blood bank. Mahanagar Rakthpedhi (MR). MR provides safe blood 
and its components at the least expensive price in Mumbai. This makes blood more 
accessible to people from all socio-economic backgrounds. MR also regularly 
provides blood for free to 150 children with thalesemia and sickle cell disease. SBTC 
issues a donor card that makes them eligible for one free unit of blood in the state 
within the next two years. 1i c blood donation drive will now be extended across all 
offices of the ICICI Group in India. 
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h) Speak for Smiles: This programme was launch with a view that can help young 
students to gain insight and interact with business leaders and also to learn from 
their experiences in bussiness. This programme was started with the amalgamation 
of Tropes foundation and CNBC-TNB. The events associated with this 
programme was aired on CNBC-TNB and the proceeds wei c donated to an NGO, 
nominated by leaders. 
4. Improving access to financial services 
ICICI Bank has partnered with Unique tdentilication Authority of India 
(UIDAI) for a pilot in Hazaribagh. Jharkhand. Under this pilot, enrollment and 
opening of Andhar enabled hank accounts was undertaken and the testing of 
transactions has been successfully completed. ICICI Bank and ICICI Foundation 
participated in RE L's outreach progtatnme at Doba village in ]harkhand's Lohardagga 
district. The outreach programme sought to raise awareness about financial inclusion 
and banking opportunities available to people in rural areas. TClCI Bak has 
formulated a financial literacy programme that educates customers on the basics of 
finance. The Bank conducted finance-[teemed street plays in .iharkhand and will 
extend the programme to other parts of the country. TCICJ Bank has also been chosen 
by the Bill and Melinda Gates Foundation as one of the five international banks for 
their "Gateway Financial Innovation for Savings" project to promote useful savings 
behaviour by poor. 
5. Clean technology initiatives 
ICICI Bank's Technology Finance Group (TFG) implements multilateral 
programmes on behalf of the Government of India in the areas of collaborative 
research and development, energy, environment and healthcare. TFG's initiatives 
include efforts to attract and channel private financing into cleaner technologies, to 
create public private partnerships to mitigate greenhouse gas emissions through 
energy efficiency and to promote sustainable development. 
TFG assisted the introduction of environmental management codes (ISO 
14000) in India. It supported clean coal concepts like coal washeries and coal bed 
methane for the first time in India. TFG supported the development of the first electric 
passenger car in India. currently being exported to several countries. It also supported 
the introduction of municipal shared savings concept through the energy service 
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company (ESCO) route, which help to save expenditure for street lighting and water 
pumping. Another significant initiative was the introduction of green ratings for 
buildings (which helps save energy. water and emissions) through the establishment 
of Conli deration of Indian Industry's Green Business Centre. 
In fiscal 2011. TITG in collaboration with leading institutes has assisted 
various projects in the areas of' solar energy. nuclear energy and drug discovery. This 
includes assistance to The Energy Resource Institute (I'ERI) for its project to build 
capacities of select laboratories for promoting sustainable development in energy 
efficiency. The laboratories would be equipped with capabilities for developing 
biomass energy systems. decentralised electricity solutions, waste material 
characterisation and solar power systems. The laboratories will also promote energy 
etticiencv in the industry through carious means including certification of solar 
lighting products. ICICI Bank's I echnology Finance Group (TFG) has taken a 
step forward towards clean technology. Limitations includes — 
• Supported clear coal concepts like coal washness and coal led Methane for 
the first time in India. 
• Supported the development of the first electric passenger car in India. 
• Supported the introduction of' municipal shared savings concept through 
the energy service company (ESCO) route, which help save expenditure 
for street lighting used water pumping. 
Last but not the least, introduced green ratings for buildings (which help 
save energy, water and emissions) through the establishment of' confederation of 
Indian Industry's Green Business Centre (Annual Report, 2011). 
Summary 
The present chapter brought into light the fact that the face of Indian banking 
is changing rapidly. Competition is going to be tough and with financial liberalisation 
under the NVTO. banks in India will have to benchmark themselves against the best in 
the world. For a strong and resilient banking and financial system. therefore, banks 
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need to go beyond peripheral issues and tackle significant issues like improvements in 
profitability, efficiency and technology, while achieving economies of scale through 
consolidation and exploring available cost-effective solutions_ These are some of the 
issues that need to he addressed if banks are to succeed, not just survive. in the 
changing milieu 
The key of success in the changed competitive world is one's ability to 
benchmark oneself against the best in the world. With ever changing face of 
banking industry worldwide banking systems needs to go beyond the usual 
methods of tackling things and adopt the most strategically effective and 
intelligent management of its resources, thereby achieving environment seeks 
address to significant issues like profitability, efficiency and technology. Besides, 
there are many other concerns in front of the Indian Banking System such as 
improving capital adequacy requirements, managing non-performing assets, 
enhancing branch sales and services, improving organizational assign, using 
innovative technology through new channels and working on ran operations. 
Despite these challenges will grow and flourish with leaps and bounds as the 
Indian economy developing is potentials with every passing day. 
New trends arc growing in the banking field like mobile banking, wherein, 
the banking operations through mobile phones, high rate of population base of 
India will increase the growth of Indian Banking Industry in the long term 
basically through huge financial inclusion as well as rising disposable income 
along with others. Addressing the challenges, the economy will require additional 
banks and expansion of the existing ones to meet the credit needs. Although, the 
Indian banking suffers from the availability of technical skilled resources, high 
technology savvy techniques that needs outsourcing, but still, Indian banks are 
difLerent from these in rest of the world due to its vast networks that is catering 
different and specific regions and customers. 
Currently, there are many challenges before Indian Banks such as improving 
capital adequacy requirement, managing non-performing assets, enhancing branch 
sales and 	services, intproving organization design; using innovative 	technology 
through new channels and working on Ican operations. Apart from this, frequent 
changes 	in policy 	rates 	to 	maintain 	economic stability, various 	regulatory 
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requirements. etc. are additional key concerns. Despite these concerns, we expect 
that the Indian banking industry will grow through leaps and bounds looking at the 
huge growth potential of Indian economy. Iligh population base of India, mobile 
banking — offering, banking operations through mobile phones, financial inclusion. 
rising disposable income. etc. will drive the growth Indian banking industry in the 
long-tern. The Indian economy will require additional banks and expansion of' 
existing banks to meet its credit needs. The problem of resistance from workforce 
has largely been neutralized over the years. but the primary issue involved with the 
adoption and rapid integration of technological processes within banks still related to 
human resources- the availability of technically skilled resources is scarce. 
Technology is not among the core competencies of financial institutions. which 
necessitates outsourcing. 
Banks in India are different from banks in many other countries, in ways that 
they have a very large branch network and varied needs specific to regions and 
customers. Most off the shelf solutions are not exactly in conformity to the needs of 
the banks, which makes room for large customizations. Besides, a serious concern in 
implementing complex technologies is protection against frauds and hackings. 
Security concern slows down technology adoption significantly for the banking 
industry. A fast pace of development of security systems is imperative to the 
adoption of large scale innovations in the industry. In the next chapter, the research 
methodology used in the study is discussed at lengh. 
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Chapter VI 
Research Methodology 
rile preceding two chapters gave a deep insight into the development of public 
and private sector hanks in India. The purpose of this study is to examine the 
correlation between the level of . job satisfaction of public and private sector banks in 
India. In this chapter an analysis of research methodology used in this study will he 
discussed at lcni1th. 
Intt'OdLiCtiofl 
Job satisfaction is regarded to one's feelings or state of mind concerning the 
nature of' their work. Job satisfaction can he influenced by a variety of' factors e.g. 
quality of one's relationship with their superiors, quality of physical work 
environment. salary. timings of work, etc. This research is to understand the mind 
state of the hank employees i.e. how they behave to the different working conditions. 
\\hat are their perceptions to\\ards their own superiors, how they react to the physical 
X\ork settings. who are their co-workers. etc. The research is totally based on the 
answet's hich will be given by the bank employees and how they view the entire 
process of' job satisfaction and what measures can be taken to improve the overall 
scenario of mana.enncnt and create the work environment which is positive and 
constructive. 
Enmplouces expectations are heightened not only by their return on what they 
do. in terms of fees. salary and career. but they Want exposure to many more ideas and 
developed skills. That's the window the employee and employer have for expectations 
to he met. Job satistaction survey measures employee's issues, which include 
anything from pei'l rmance management to perceptions of work place. 
As suggested by a researchers that "the most important information to have 
regarding an employee in an organization is a validated measure of his/her level of joh 
satisfaction. Behavioural and social science research suggests that job satisfaction and 
job performance are positively correlated. A better understanding of job satisfaction 
and factors associated with it helps managers to guide employee's activities in a 
desired direction. The morale of' employees is a deciding f ►ctor in the organization's 
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efficiency. Thus, it is fmitful to say that managers, supervisors, human resource 
specialists, employee and citizens in general are concerned with ways of improving 
job satisfaction (Gautam, Mandel and Dalal, 2006)" 
The motive is to investigate the degree of job satisfaction with the help of 
various factors arises from the fact that a better understanding of employee's 
satisfaction is desirable to achieve. Employee satisfaction and retention have always 
been an important issue for bank managers. Satisfied employees tend to be more 
producti' e. creative and committed to their employers and recent studies have showed 
a direct correlation between employee satisfaction and their work. Banks who can 
create work environments that attract. motivate and retain hard-working individuals 
will he better placed to succeed in a competitive environment that demands quality 
and class. 
Job satisfaction constinnes the inner contentment that a job holder gets by 
performing the job well. It is an amount of pleasure associated with a job. It 
influences the behaviour, attendance and length of service. It reflects the overall 
attitude of workers towards the work, co-workers, the organization, the culture, the 
environment and the social group at large. It can be viewed as the result of various 
attitudes that the worker holds towards his job, towards other related factors and 
towards life in general. The growth of an organization depends upon the efficiency of 
its employees. the efficiency of the workers depends not only on how they work. but 
also on optimal social and physical condition,, in which they work. If they are not 
satisfied with their job or working conditions, the organization is unable to achieve its 
objectives. 
The Banking Sector has shown an impressive rate of growth over the past 
years. Many studies show that human resources are the key determinants of 
establishing competitive advantage, and the overall success or failure in organizations. 
Homan resources are particularly important in service sector businesses compared 
with manufacturing sector businesses due to the distinct service characteristics of 
intangibility, inseparability, heterogeneity and perish ability. Those service 
characteristics have implications for service businesses in terms of the management of 
operations and the implementation of marketing activities (Kaya, Koc, and Topcu, 
2010). 
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What is the level of job satisfaction among employees in public sector banks 
and private sector banks.' And do adjunct sectors identify factors that influence their 
level of job satisfaction? Researchers identified many factors associated with job 
satisfaction: however, job dissatisfaction is most often linked to inadequate salary. An 
underly ing assumption is that because salary. an extrinsic reward, is the most 
frequently identified source of' debate and unrest between employees and 
administration, meeting salary demands will lead to job satisfaction among employees 
and especially working sector. So. the purpose of this study is to: I) examine the levels 
of .job satisfaction among the employees of' public sector banks and private sector 
banks. ') determine it' there are other facets of the job that influence job satisfaction 
and dissatisfaction. and 3) provide guidance to administrators charged with 
developing Institutional policies which address bank employees. 
Variables of the Study 
1. Dependent Variable: Overall Job Satisfaction and Overall Job Performance. 
. Independent Variables: Salary, Compensation and Benefits: Promotion: 
Career I)e\ elopment and Training; Co-worker Relations and Working 
( ond iii t)u S. 
>. Demographic Variables: Age, Gender, Designation, Work Experience and 
Qualification. 
Statement of the Problem 
he problem selected tier the study is. "A Comparative Study of Job 
Satisfaction of Employees in Public and Private Sector Banks with Special Reference 
to Canara and IC IC I Bank". 
Scope of the Study 
I he stud \ is intended to study the comparison and impact of I IRM practices 
on employee job satisfaction in Canara Bank and ICICI Bank. The dependent variable 
studied is Job Satisfaction and the independent variables are HR practices such as 
Salary: Promotion: Training, Interpersonal Relations and Working Conditions. 
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Further Overall Job Satisfaction is independent variable for Overall Job Performance 
as dependent variable. [he stud\ is confined to the Canary Bank and ICICI Bank 
situated in Aligarh. Agra, Hathras, Saharanpur and :Vluzaffarnagar. 
Objectives of the Study 
The present study hxs been conducted to pursue the following broad 
objectives: 
I. 7 e review the concept of "Job Satisfaction"; 
2. To study the grottih and development of Banking Sector in India; 
3. To compare the contribution of the factors across demographics in Canara Bank 
and [CICI Bank; 
4. To examine the difference between jab satisfaction of employees in Canara Bank 
and ICICI Bank; 
5. To compare the contribution of the factors in Canara Bank and ICICI Bank; and 
6. fo give specific recommendations for increasing the degree of job satisfaction 
among the employees of public and private banks in India. 
Research Design 
The research is exploratory in nature and primary data was collected from the 
employees of Canara and ICICI Bank, in the form of well developed questionnaire on 
Likert's five point scales. Job satisfaction level of the employees and their influencing 
factors are analyzed. The design of the study exclusively depends on the primary 
information collected from both the banks. 
Sample of the Study 
Surveys are basically conducted by means of sampling techniques. This means 
that by studying a small group selected at random one obtains information on 
variables of interest to a larger group. Thus permitting inferences as to the behaviour 
of the variables within the universe is important. This procedure is adopted because 
surveying an entire universe entails high costs and lot of tine. 
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The universe of the study consists of all the employees of the banks including 
Canara and ICICI Bank situated in Aligarh, Agra, Hathras, Saharanpur and 
\tuzaiiarnagar. The information about the banking sector is also retrieved from the 
internet. various dairies of banking sector, annual reports, newspapers and magazines. 
Since the number of employees working in both the banks of the selected 
cities is quite big and as the study being undertaken by an individual researcher, it was 
beyond the capacity of individual researcher to pursue the study on hundred percent 
enumerative basis; I hence, the stud\, has been carried out on the basis of' an adequate 
size of sampled employees of selected branches of Aligarh, Agra, Hathras, 
Saharanpur and Muzaflarnagar Region. Forty nine branches of Canara Bank and 13 
branches of ICICI Banks are situated in Aligarh, Agra, Hathras, Saharanpur and 
Muzaffarnauar in Uttar Pradesh State but the researcher has chosen only 10 branches 
of ICICI Bank and 25 branches of Canara Bank for this study. 
Convenience sampling method was used for selecting the sample of the study. 
All employees of Aligarh, Agra. I lathras. Saharanpur and Muzaffarnagar are thought 
to be considered but some of the banks refused to reveal the information about their 
employees and some banks were not considered due to time limit. For this purpose it 
list of all banks of different region as obtained. 
I he number of' banks from selected 5 cities: 
1. Aligarh- Canara Bank (1 5) and ICICI Bank (2) 
2. 1 lathras- Canara Batik (3) and ICICI Bank (1) 
3. Agra- Canara Bank (24) and ICICI Bank (6) 
4. Saharanpur- Canara Bank (3) and ICICI Bank (1) 
5. Miuzaffarnagar- Canara Bank (4) and ICICI Bank (2) 
Screening/ Filtration 
After initial identification, many employees found lack of' knowledge of 
English were short listed for this research. As many senior employees especially in 
C'anara Banks (public sector bank) were unable to understand the language of' the 
questionnaire. 
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Method of Data Collection 
The present study is mainly of opinion survey nature. It is based on the 
primary data and other information collected from various sources of secondary data. 
The information has been analyzed with the use of scientific tools and techniques. A 
total of 425 employees of the Canara Bank and ICICI Bank were included in sample 
for the information. 
Questionnaire is used to culled the information from sample of the study. Job 
Satisfaction Scheduled prepared was used here as a questionnaire for the 
measurement of the Job Satisfaction of employees. 
Primary Data 
The study basically depends on primary data. The primary data for the study 
has been collected through the Job satisfaction questionnaire. Job sati,faclion 
scheduled prepared was used here as a questionnaire for the measurement of job 
satisfaction of employees included in the sample. 
The responses of employees were obtained by researcher in Aligarh, Agra, 
Hathras. Saharanpur and Muzaffarnagar by oneself. 500 questionnaires were sent, out 
of them, researcher selected about 450 questionnaires with complete response. About 
eighty five percent of employees supported and cooperated here. Some employees 
denied for information and some tools were not completed too. Further questionnaires 
were short listed for the study and finally 425 questionnaires were taken into 
consideration for the study. 
Secondan' Data 
The researcher has collected secondary data as per the requirement from the 
secondary sources viz. Internet, annual reports, periodicals, journals, magazines, 
newspapers, theses, dissertations etc. 
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Research Model 
Figure (6.1): Conceptual Research Model 
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Chart (6.2): The research involved following stages: 
Review of Literature 
Identification of dimensions to assess 
employee satisfaction level towards 5 
variables: salary, promotion, training, co-
worker relation and working conditions. 5 
Dimensions were chosen. 
Problems Areas Identified 
• Use 	of 	five 	independent 
variables. 
• Most 	studies 	neglected 
working conditions. 
1 
Focus Groups 
1. Employees of Canara Bank 
2. Employees of ICICI Bank 
Identification of factors 
reflecting employee satisfaction 
level due to variables; salary, 
promotion. training, co-worker 
relation and working conditions. 
32 statements were 
crystallized 
Design of Research Instruments 
by careful selection of scales. 
Conclusions and Suggestions 
Pilot test to assess the flow of 
questionnaire and to assess its 
Face Validity. 
Interpretation of Data Analyzed 
Pre-Testing of the factors with 
Factor Analysis to test the 
validity of the data. 
Statistical Analysis using: Frequencies, 
Percentages, M. SD and Test of Significance 
such as t- test. Linear Regression, Multiple 
Regression. 
Defining Population and sample 
425 respondents from 5 cities 
with 2 different banks namely 
Canara Bank and ICICI Bank. 
Reliability Test of the Instrument using 
Cronhach alpha. Statements with alpha value 
less than 0.7 were deleted. 
Data collected from target 
respondents of all the levels. 
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Mean, Median, 
Data Analysis Pattern 
Data analysis comprises of a collection of methods to deal with data obtained 
through observations, measurements, surveys and experiments about a phenomenon 
of interest. The aim and purpose of data analysis is to extract as much information as 
possible which is described below in points: 
• Demographic Profile (Frequencies and percentages). 
• Descriptive Statistics (Frequencies, percentages. mean, standard deviation). 
• Inferential Statistics (Mean. Median. Standard Deviations. Hypotheses 
Testing). 
• Associative Statistics (Association between dependent and independent 
variables and their impact on each other in comparison of both the banks). 
Chart (6.3): Showing the types of Data Analysis Pattern 
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Hypotheses 
On the basis of the above objectives, the following null hypotheses \%ere 
torn ed: 
Table (6.4): Hypotheses (A) 
No. 	J-1vpothees (A) 
1. H„1 .\ull Hypothesis): SiItiJicerlrt cli/ference does not exist between 
vai.,lirc'tion levels of enrhlovees of DaI1tuo Bark and 1C'1(7 Bank towards 
t drla/llc .v '.S'a/ari . (ollll)ensation and Benefits '. 
2. 1 L (Null Ilvputhesis): 	Significant difference  does not exist between 
Suti.SJuctiult levels of employees oJ' C'anuru Batik and IC'IC'1 [lank towards 
yat- kt6tc.',. ep i - onlotion '. 
3. 1-I T,3 (Null Hypothesis): Significant difference  does not exist between 
xcrlis/uctiori levels Of enlhlol'ee's of Cunaru Bank and IC1('I Bank towards 
variables eCernweer Development and Training '. 
4.  1-l4 	(Null Hypothesis): 	Signif cant 	dlfjeerenee does not exist between 
satisfaction levels of employees of Canara Bank and LCLUI Bank towards 
vcrriuhle.1 'Iiuterpersanal Reelations'. 
i, tI„S 	(Null Hypothesis): 	Significant 	/ifferehtwe does not e.i-isi between 
sutis/ac•tio11 levels of employees of C'anat -a Bank and IC'1('I Bank towards 
variables 	 forking (Conditionts '. 
6.  I 1„G 	(\'1111 ll pothcsis): 	.Si'irr/iccrrrt difference 	does 	not 	exist 	between 	the 
emnplot'ec's of C'anawta Bank and ICJ(. 'I Bank towards variable 'Overall .lob 
Satisfaction'. 
7. j 1-I„7 	(Null Hypothesis): Siglnifrcant difference does ►tol 	exist between the 
employees of Camara Bank and IC ICI Bank towards variable (b'e'rul1 .lob 
1'er/ar1ruw7Ce '. 
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Table (6.5): Hypotheses (B) 
No. Hypotheses (B) 
1' 
 
[Li (Null Hypothesis): There is no significant relationship between Salary, 
Compensation and Benefits; Promotion; Career Development and Training; 
Interpersonal Relations and Working Conditions (Jndependeni varrablee) and 
Job Satisfaction (Dependent variable) of Canara Bank 
2. H~2 (Null Hypothesis): There is no significant relationship between Salary, 
C'onvpenscuion and Benefits; Promotion, Career Developrnent and Training; 
interpersonal Relations and Working Conditions (Independent variables) and 
.lob Satisfaction (Dependent variable) of ICICI Bank 
Table (6.6): Hypotheses (C) 
otheses (C 
1. 
	
	Hot (Null Hypothesis): There is no significant  relationship between Overall 
Job Satisfaction (Independent variable) and Overall Job Performance 
(Dependent Variable) ofC'anora Bank. 
2' Hot (Null Hypothesis): There is no significant relationship between Overall 
Job Satisfirction (Independent variable) and Overall Job Performance 
(Dependent Variable) ofICICIBank 
Pilot Test (Face Validity) 
After the questionnaire was prepared, a pilot test was conducted with a small 
sample size of 50 respondents to clarify the overall structure of the questionnaire. The 
respondents chosen for the pilot lest matched the criterion which was chosen for the 
actual larger respondents. Researcher got feedback from the respondents who 
confirmed flow of questionnaire and provided face validity of items chosen in the 
questionnaire. 
Reliability of Data 
Cronbach's alpha is the most common measure of internal consistency 
("reliability"). It is most commonly used when we have multiple Liken questions in a 
survey/questionnaire that form a scale and we determine if the scale is reliable or not. 
It is also called a scale reliability coefficient. A researcher has devised a 32-questions 
questionnaire and categorized under five variables (Salary, Compensation and 
Benefits; Promotion; Training and Career Development; Co-worker Relations and 
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\\'orkingg Conditions) with which they hope to measure how satisfied people feel at 
work at a Banking industrial complex. Each question was a 5-point Likert item from 
„strongly disagree" to "strongly agree". 
In order to understand whether the questions in this questionnaire all reliably 
measure the same latent variable, a Cronbach's alpha was run using SPSS version 16.0 
on a sample size of 42 employees. All the 32 items covered were found in the range 
of 0.923 to 0.934 that indicates good consistency among the items. Overall score in all 
the variables is 0.927, which is a good indication of the satisfactory reliability of the 
scale. The statement wise reliability of'S factors and assessment of reliability, variable 
wise is shown in Annexure 1. 
Table (6.7): Assessment of Reliability: Variable Wise 
Variables 
Cronbach's 
Alpha (u)* 
Salar\ , Compensation and Benefits •9» 
Promotion .812  
Career Development and Training .815  
Interpersonal Relations .844  
Working Conditions .805  
*Alpha value O1 0.7 or hn,1,er are considered acceptable (Numnally. 1978). 
Source: Compiled and calculated by researcher through questionnaire. 
Normality of Data 
There are two main methods of assessing normality - graphically and 
numerically. Statistical tests have the advantage of making an objective judgment of 
normality but are disadvantaged b sometimes not being sensitive enough at low 
sample sizes or overly sensitive to large sample sizes. Graphical interpretation has the 
advantage of allowing good _judgment to assess normality in situations when 
numerical tests might he over or under sensitive but graphical methods do lack 
objectivity (Testing for Normality using SPSS, n. d.). 
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Test for normality has been done for this study to get appropriate results in 
applying test for interpretation and analysis. There are three procedures for the test of 
normality. Researcher has used the first two procedures, normality through histogram 
and Kolrnogorov-Smirnov test and Shapiro-Wilk's test. 
Output for all the variables have shown the bell-shaped black line 
superimposed on the distribution. All samples deviate somewhat from normal. 
Table (6.9): Tests of Normality 
Kolmogorov-Smirnov' Shapiro-Wilk 
Statistic df Sig. Statistic df Sig. 
Factor 1 .082 425 .040 .970 425 .034'1 
Factor 2 .068 425 .051 .974 425 .055 
Factor 3 .073 425 .000 .983 425 .000 
Factor4 .111 425 .044 .955 425 .0321 
Factors .130 425 .053 .967 	425 .055' 
a. Lilliefors Signifcance Correction 	 II 
Suurce: Compiled and calculated by researcher through questionnaire. 
Kolmogorov-Srnirnov test and Shapiro-Wills test did not show "Normality" 
test results. If the test is NOT .significant, then the data is normal, so any value above 
.05 indicates normality. If the test is significant (less than .05) then the data is 
considered non-normal. In this case, both tests indicate the data are non-normal. 
However, one limitation of the normality tests is that the larger the sample size, the 
more likely to get significant results. Thus, significant results with only slight 
deviations from normality are gained. In this case, our sample size is large (n=425) so 
the significance of the K-S and S-W tests may only indicate slight deviations from 
normality. 
Researcher has left the data untouched and non-normal and conducted the 
parametric tests that rely upon the assumptions of normality. Just because the data are 
non-normal, does not instantly invalidate the parametric tests. And computing new 
variables may have changed the data fully and further would have changed the results 
for analysis and interpretation. Normality (versus non-normality) is a matter of 
degrees. not a strict cut-off point. Slight deviations from normality may render the 
parametric tests only slightly inaccurate. 
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Skewness gives the s`mnmetry of the distribution and Kurtosis shows the 
peakness of the curve as compared to normal curve. When the data is not normally 
distributed. skewness and kurtosis is applied to check the range which is considered to 
take the data as normal. Results are shown below: 
Table (6.10): Assessment of Skewness and Kurtosis: Variable Wise 
Statements Skewness Kurtosis 
Hie salary paid to me. -.361 -.748 
The annual Salar\ increment. -.202 -.988 
Other financial benefits. -.051 -.733 
Overtime allowances. .917 -.656 
Rewards for new ideas or suggestions. -.606 -.343 
Frequency and amount of bonuses. .441 -.831 
Promotional policy of' the bank. -.759 -.270 
Performance C\ aluation methods. -.608 -.500 
Promotion implementation methods. -.500 -.835 
Welfare measurement. -.044 -1.093 
1 he promotions to higher positions are usually on time. -.341 -.662 
1 	e proper utilization of my talent. -.423 -.753 
Opportunities for advancement in career. -.694 .327 
he job that provides a sate future. -.494 -.776 
The training to update employees. -.592 -.356 
The training provided for my current job and for 
advancement. 
-.438 -.590 
The ability to influence (decisions that affects me. -.193 -.725 
Opportunities to Work on interesting projects for growth. -.368 -.478 
The training-, techniques which current work requires. -.457 -.872 
I IarU1I1Il\' of \\ orkers and nianat. ers. -.748 .018 
The CoO111111niCatlon system between different employees. -.875 .835 
I h< extent of friendly relation with other employees. -.958 .360 
The co-engplovees who work well as a team. 
I 
-.683 .084 
The relation with my Immediate supervisor. -.559 -.164 
The relation with my colleagues. -.828 -.142 
The recognition received boll supervisors. -.408 -.543 
The equipments necessary for 111}.  duty. -.991 .394 
1 he suitability of working conditions. -.217 -.955 
the security of the job. -.858 .277 
WVorkload. -.410 -.558 
Working time. -.514 -.821 
Connection between pay and performance. -.183 -.955 
Source: Compiled and calculated by researcher through questionnaire. 
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In general, if kurtosis and skewness are not between -2 and +2, the data is far 
away from a normal distribution and needs to be corrected before applying tests that 
have assumptions of normality. -2 and +2 are common rules of thumb; some 
statistician prefers stricter or looser restrictions ranging. So, hero data is considered to 
be normal for further analysis. 
Factor Analysis 
Factor analysis has been conducted to find out validity of the factors that 
contribute towards the employee satisfaction. Following table shows the results of 
Kaiser-Mayer-Olkin (KMO) measures of sampling Adequacy of the data. 
Table (6.11): Assessment of KMO and Bartlett's Test 
KVIO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 	 .781 
Bartlett's Test of Sphericity 	 Approx. Chi-Square 	1.027E4 
DI 	 496 
Si,. 	 .000 
Source: Compiled and calculated by researcher through questionnaire. 
Kaiser Meycr-Olkin Measure of Sampling Adequacy recommends accepting 
values greater than 0.6 and the value generated is 0.781 which falls in the range of 
being good. So the validity of data is confirmed. 
Limitations of the Study 
1. One of the limitations of this study is the single institution focus from each 
sector which does not allow for generalizing the findings to a larger population. 
2. A second limitation is mandated participation. Employees who are already 
displeased with their job and facing more uncertainty because of internal strife 
and massive organizational change will be more inclined to reflect those 
feelings in how they completed the survey. 
3. Selected HR practices were only studied. 
4. The present study included the employees of the Private Sector Banks and 
Public Sector Banks in the sample which includes Canara Bank and IC ICI Bank 
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situated only in the selected cities of Uttar Pradesh. Location factor can play an 
important role in getting indifferent answers. 
5. The study is lust up to the present employees of the Canna Bank and ICIC1 
Bank. 
6. The evaluation is based on the primary data generated through questionnaire 
because of this the findings entirely depends on the accuracy of such data. 
7_ It is affected by the personal relationships the staff shares with the management. 
So, it can be noticed that some of the empiovecs showed biasness in filling up 
the questionnaire. The factor of personal bias can play the part of spoilsport. 
8. The personal characteristic of the person can play an important role in 
answering the questions, so the risk of human errors cannot be ignored. 
9. Some banks did not officially permit to collect responses from their employees. 
This was just because they do not wanted to reveal the information about the 
management criteria. this happened mainly in the Saharanpur with the ICICI 
Bank. 
lQ Absentee employees on a particular day of data collection have also been 
excluded. 
Ii Error of leniency and error of strictness may have entered at some points. 
Ethical Consideration 
The researcher has taken due care of ethical aspects of the thesis writing. The 
research was in line with the ethical guidelines in that participation was voluntary and 
confidential. The employees were free to participate in the research or not as they 
wished. The responses were kept confidential, as the respondents were not forced to 
mention their names or give their identilication. 
Summary 
This chapter gave a comprehensive idea about the research methodology used 
in developing the questionnaire. Data collection and data processing and analysis 
were discussed. More details of the analysis will emerge in the next chapter which 
brings into the light the results obtained in the research. 
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Chapter VII 
Research Results 
The preceding chapter focused on the research methodology used in developing 
the questionnaire. This chapter presents a description of the sample and analysis of the 
research results to pursue the research objectives. 
Introduction 
One of the key factors of any organization is its employees. The success or 
failure of the organization largely depends on their satisfaction and dissatisfaction. 
One of the reasons for deteriorating conditions in an organization is low job 
satisfaction. Due to which, work slows down, employees remain absent and 
sometimes employees may leave the organization. High job satisfaction on the other 
hand, is desired by (lie mauagemeut because it tends to be connected with the positive 
outcomes that managers want. High job satisfaction is the hallmark of well managed 
organization and is fundamentally the result of effective behavioural management. It 
is measure of the counting process of building a supportive human climate in an 
organization. 
Here in this section, the researcher checked the degree of job satisfaction of 
employees in Carrara Bank and ICICI Bank in Aligarh, Agra, Hathras, Saharanpur and 
Muzaffarnagar in Uttar Pradesh State in accordance with the expectations in terms of 
variables like Salary. Compensation and Benefits; Promotion; Career Development 
and Training; Interpersonal Relations and Working Conditions and the work they do. 
In other words, the researcher wants to know whether there exits any form of 
association between the amount of work they perform and the level of satisfaction in 
both the banks. 
Detail Analysis has been done to understand the relation between various 
questions put to various employees of Private and Public Sector Banks. Question act 
has been divided into different form of variables to have a clear view of individual 
segment. Dales is canplled and calculated through SPSS. The data is presented in 
tables and figures to facilitate presentation of the findings. 
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Section I: Demographic Profile 
GENERAL CHARACTERISTICS OF EMPLOYEES IN CANARA 
13ANK AND ICICI 13ANK IN INDIA 
The sample population of 425 employees working in Canara Bank and ICICI 
Bank in India are observed for general information. All the employees are full time 
employees in their respective job. It is necessary to describe the sample in terms of 
demographics. the data related to job satisfaction level of bank employees working in 
diticrent positions, with different academic qualifications, tenure of work experience. 
etc have been analyzed. interpreted and presented. 
1 he different satisfaction variables, which have been studied. are broadly 
grouped into general characteristics of bank employees, and various factors affecting 
satisfaction level of employees in Canara Bank and ICICI Bank are presented. 
1. Age 
Table (7.1): Respondents' Aue 
Responden(s' 
Age 
Canara Bank ICICI Bank 
Total 
1\unhl)cr 1'1'eC UeflcV Percentage Frequency Percentage 
l'nder 25
years 4() 17.8 51 X5.5 
91 
26-35 years 'O 8.9 65 32.5 85 
36-45 \ears 2 5  11.1 59 29.5 84 
46 years -r 14O 62.2 25 12.5 165 
Total 2 2 5 100.0 200 100.0 425 
Source: ('ompiled and calculated by researcher through questionnaire. 
When the protile of bank employees was generated on the basis of their age. it 
was revealed that majority of the respondents in Canara Bank were of the age of '46 
years or older' (62.2%). Least to this were under the of '25 years' (17.8%). '36- 45 
years' were 11.1 % (25 employees) and rest of 8.9% were under the age group of '26-
35 years'. While in ICICI Bank. it was just opposite, least percentage of' 12.5% (25 
employees) of enlplo\ ees were under the age group of 46 years or older and the rest 
was balanced among the left over three categories, i.e. 25.5% (5 1 employees) of 
employees %\ ere under the age group of'25 years or below'. 32.5% (65 employees) of 
employees \\-ere between the age group of '26-35 years' and 29.5% (59 employees) of 
employees were between the age group o1'' 36-45 years'. 
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It was obvious to see majority of the employees in the category of senior 
employees in the case of public sector bank as people feel more secure in government 
jobs as compared to private sector banks. 
Graph (7.2): Respondents' Age 
• Canara Bank Frequency U Canara Bank Percent% 
N ICICI Bank Frequency o ICICI Bank Percent% 
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2. Gender 
Table (7.31: Respondents' Gender 
Respondents' 
Gender 
Canara Bank ICICI Bank Total 
Frequency Percentage Frequency Percentage 
Male 180 80.0 146 73.0 326 
Female 45 20.0 54 27.0 99  
Total 225 100.0 200 100.0 425  
Source: Compiled and calculated by researcher through questionnaire. 
From the above table, it is observed that in Canara Bank. out of 225 
respondents, 80% (180 employees) are males and 20% (45 employees) are females. 
While in ICICI Bank, out of 200 respondents, 73% (146 employees) are males and 
27% (54 employees) are females. Female population as an employee is more in 
private sector banks as compared to public sector hank. 
But individually as it was expected, males typically outnumber females in 
almost all profession in world and so in this case. And if we see the pattern of 
distribution, it is almost same in both public and private sector banks. 
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Graph (7.4): Respondents' Gender 
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3. Designation 
Table (7.5): Respondents' Designation 
Canara Bank ICICI Bank Respondents Total 
Designation Frequency Percentage Frequency Percentage Number 
Branch head 40 17.9 14 7.0 54 
Branch 70 
65 28.9 15 7.5 
Manager 
Deputy 72 
15 6.7 57 28.5 
Manager 
Assistant 74 ;0 22? 24 12.0 
Manager 
Other 55 24.4 90 45.0 155 
Total 225 100.0 200 100.0 425 
Source: Compiled and calculated by researcher through questionnaire. 
Because the numbers of branches taken into consideration were more in case 
of' Canara flank as compared to ICICI Bank. so 17.8% (40 employees) of' the 
respondents are in the category of Branch I lead while it is only 7% (14 employees) in 
case of 1('I('l Bank. Further the distribution is again in a same way. 28.9% (65 
employees) of the respondents are acting as Branch Manager while it is only 7.5% (15 
employees) in case of IC1Ci Bank. Moreover. Deputy Manager constitutes 6.7% 
(15 employees) in Canara Bank branches and 28.5% (57 employees) in case of ICICI 
Bank. This is because of' the different patterns of' the professional posts in Canara 
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Bank and ICIC'I Batik. 22.2% (50 employees) of the respondents in Canara Bank are 
having a post of Assistant Manager while in ICICI Bank the percentage of employees 
having a post of Assistant Manager is just 12% (24 employees). Employees coming in 
the category of others are 24.4% (55 employees) in Canara Bank. But it is quite more 
(45.5% employees) in ICICI Bank. The criteria can be little different as some of the 
respondents may be on leave on the day of surveying the responses of the employees. 
Branch Head 
Branch Manager 
Deputy Manager 
Assistant Manager 
Other 
■ Canara Bank Percentage 
■ Canara Bank Frequency 
0 	20 	40 	60 	80 
Branch Head 
Branch Manager 
Deputy Manager 
Assistant Manager 
Other 
■ ICICI Bank Percentage 
■ ICICI Bank Frequently 
0 20 40 60 80 100 
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4. Experience 
Table (7.8): Respondents' Experience 
Respondents' 
Experience 
Canara Bank ICICI Bank 
Total 
Number Frequency Percentage Frequency Percentage 
1-5 nears 35 15.6 80 40.0 115 
6-10 nears 48 21.3 51 25.5 99  
11-15 	years 23 10.2 48 24.0 71 
16-21 years 29 12.9 17 8.5 46  
21 years and 
above 
90 40.0 4 2.0 94  
Total 225 100.0 200 100.0 425 
Source: Compiled and calculated by researcher through questionnaire. 
From the above table, it is observed that out of 225 respondents, 40% (90 
employees) have been working in Canara Bank since 21 years and above, 12.9% (29 
employees) are having an experience of 16-21 years, 10.2% (23 employees) are 
having working experience of 11-15 years, 21.3% (48 employees) are working fir 6-
10 years and 15.6% (35 employees) are working since 1-5 years. 
While if we see the proportion of working experience in ICICI [lank it is quite 
different. According to the data derived, private sector banks have fewer employees 
with more experience. 
o Canara Bank Frequency M Canara Bank Percent% 
w ICICI Bank Frequency m ICICI Bank Percent% 
loo 
go 
60 
40 
20 
o 
1-5 	 6-I() years 	11-IS .ears 	16-21 )ears 	21 years and 
above 
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Only 2% (4 employees) are having working experience of 21 years and above 
in the branches considered for the survey. 8.5% (17 employees) of' the employees are 
having an experience of 16-20 years. 24% (48 employees) are having a working 
experience of 11-15 years. 22.5% (51 employees) are working from 6-10 years. and 
majority of 40% (80 employees) are having an experience of just 1-5 years. which 
means that majority of' the employees in private sector are less experienced in the 
considered branches. 
5. Qualification 
Table (7.10): Respondents' Oualification 
Respondents' 
Qualification 
Canara Bank ICICI Bank 
Total 
Number Frequency Percentage Frequency Percentage 
Graduate 30 13.3 58 29.0 88 
Post-Graduate 135 60.0 66 33.0 201 
Others 60 26.7 76 38.0 136 
Total 225 100.0 200 100.0 425 
Source: Compiled and calculated by researcher through questionnaire. 
From the above table it is observed that in Canara Bank 13.3% (30 employees) 
possessing academic qualification of Graduation', 60% (135 employees) of them are 
Post-Graduate' and 26.7% (60 employees) belong to `Other courses'. 
' 	~' 1 
■ Frequency ■ Percent 
Ii 
250 
200 
Aso 
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While in ICICI Bank, 29% (58 employees) are having academic qualification 
of 'Graduation', 31% (66 employees) are 'Post-Graduate and 38% (76 employees) 
belong to `Other courses'. Also, participation of employees in training programmes 
and workshops gives opportunities to employees to update their knowledge and 
enable them to improve their performance accordingly. 
6. Bank Type 
Table (7.12): Respondents' Bank 
Respondents' Bank Frequency Percentage Total 
Canara Bank 225 52.9 225 
1CICIBank 200 47.1 200 
Total 425 100.0 425 
Source: Compiled and calculated by researcher through questionnaire. 
From the above table, it is clear that oul of 425 respondents, 225 employees 
were from Carrara Bank and 200 employees were from ICICI Bank, And the 
percentage is divided as 52.9% and 47.2% for Canara Bank and ICICI Bank 
respectively. 
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Section II: Descriptive Statistics 
FREQUENCY ANI) PERCENTAGE WISE DISTRIBUTION OF 32 
VARIABLES IN CANARA BANK AND ICICI BANK 
Salary, Compensation and Benefits 
In A nnexure 11. descriptive statistics in terms of frequencies and percentages 
are shown. In the dimension "Salary", the frequency values and percentages in terms 
of the variables: The salary paid to me. the annual salary increment, other financial 
benefits. overtime allowances, rewards for new ideas or suggestions and frequency 
and amount of bonuses are greater in Canara Bank than in ICICI Bank. 'I his shows 
that employees in Canara Bank are more satisfied than the employees in ICICI Bank. 
The statement with the high frequency is "the annual salary increment", this 
dimension says about higher satisfaction level in Canara Bank than ICICI Bank. 
But employees in Canara Bank were strongly dissatisfied with "frequency and 
amount of bonuses" and -overtime allowances" as compared to ICICI Bank. 
Employees of Canara Bank and ICICI Bank did not respond for the variable 
'other financial benefits". This shows that policies for other financial benefits in both 
the banks are not up to the Worth. Employees of both the banks responded 
simultaneously for the variable "reward for new ideas". In the variable "overtime 
allo\\ances . the employees in ICICI Bank show more satisfaction as compared to 
Canara Bank. Table below shows the comparisons on the basis of frequencies of' 
variables and sub-variables 
Table (7.13): Showing Comparison on the basis of Salary, 
Compensation and Benefits 
Salary', Compensatiori and Benefits Comparison 
1 he salary paid to me. Canara Bank > ICICI  Bank 
l'he annual salary increment. Canara Bank > ICICI Bank 
Other financial benefits. Canara Bank > ICICI Bank 
Overtime allowances. Canara Bank •< ICICI Bank 
Rewards for ne\\- ideas or suggestions. Canara Bank < ICICI Bank 
Frequency and amount of bonuses. Canara Bank < ICICI Bank 
Source: Compiled and calculated by researcher through questionnaire. 
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Promotion 
Annexure II shows descriptive statistics in terms of frequencies and 
percentages_ In the dimension, "Promotion', the frequency and percentage values for 
the variables'. promotional policy of the bank, performance evaluation methods, 
promotion implementation methods, welfare measurement, the promotions to higher 
positions are usually on time and the proper utilization of my talent are greater in 
Canara Bank than in ICICI Bank. This shows that employees in Canara Bank are 
more satisfied than the employees in ICICI Bank in terms of the policies and 
procedures for promotions. 
Two variables: "performance evaluation methods" and "proper utilization of 
my talent" have shown high percentages of strong disagreement among the employees 
of ICICI Bank. But overall performance in the table below shows that the employees 
in Carrara Bank are more satisfied than the employees of ICICI Bank in Lerrns of the 
variable "Promotion". 
The promotion policies were seen well in Canara Bank than in ICIC Bank. 
So, overall it can he concluded that promotion and promotion related factors are found 
at the satisfied level in Carrara Bank than in ICICI Bank. 
Table (7.14): Showing Comparison on the basis of Promotion 
Promotion Comparison J 
Promotional policy of the bank. Canara Bank > ICICI Bank 
Performance evaluation methods. Canara Bank > ICICI Bank 
Promotion implementation methods, Carrara Bank > ICICI Bank 
Welfare measurement. Carrara Bank > ICICI Bank 
The promotions to higher positions are usually on time. 
The proper utilization of my talent. 
Canara Bank < ICICI Bank 
Canara Bank < ICICI Bank 
Source; Compiled and calculated by researcher through questionnaire. 
Training 
In Annexure B. descriptive statistics in terms of frequencies and percentages 
are shown. In the dimension "Training", the frequency and percentage values for the 
variables: opportunities for advancement in career, the job that provides a safe future, 
the training to update employees, the training provided for my current job and for 
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advancement, the ability to influence decisions that affects me, opportunities to work 
on interesting projects for growth and the training techniques which current work 
requires are greater in Canara Bank than in ICICI Bank. This shows that employees in 
Canara Bank are more satisfied than the employees in ICICI Bank. 
Table (7.15): Showing Comparison on the basis of Career 
Development and Training 
Career Development and Training Comparison 
Opportunities for advancement in career. Canara Bank > ICICI Bank 
The job that provides a safe future. Canara Bank > ICICI Bank 
The training to update employees. Canara Batik < ICICI Bank 
' he 	training 	provided 	for 	m\' 	current job 	and 	for 
advancenient. 
Canara Bank < ICICI Batik 
The ability to influence decisions that affects me. Canara Bank > ICICI Bank 
Opportunities 	to 	work 	on 	interesting 	projects 	for 
growth. 
Canara Bank < ICICI Bank 
LT 
	training techniques which current work require. Canara Bank < ICICI Bank 
Source: Compiled and calculated by researcher through questionnaire. 
Co-worker Relations 
In Annexure II. descriptive statistics in terms of frequencies and percentages 
are shown. 
Table (7.16): Showing Comparison on the basis of Co-worker 
Relations 
Co-worker relation Comparison 
Harmony of workers and managers. Canara Bank > ICICI Bank 
The 	communication 	system 	between 	different 
employees. 
Canara Bank > ICICI Bank 
The extent of friendly relation with other employees. Canara Bank < ICICI Batik 
the co-employees who work well as a team. Canara Bank > ICICI Bank 
The relation with my immediate supervisor. Canara Bank = ICICI Bank 
The relation with my colleagues. Canara Bank > ICICI Bank 
The recognition received from supervisors. Canara Bank < ICICI Batik 
Source: Compiled and calculated by researcher through questionnaire. 
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In the above dimension "Co-worker relation", the frequency and percentage 
values for the variables: harmony of workers and managers. the communication 
system between different employees, the extent of liicndly relation with other 
employees, the co-employees who work 'ell as a team. the relation with my 
immediate supervisor, the relation with my colleagues and the recognition received 
from Supervisors are greater in Canara Bank than in ICICI Bank. I his shows that 
employees in Canara Bank are more satisfied than the employees in IC IC I Bank. 
\Vorkino Conditions 
\nnexure 11 shows descriptive statistics in terms of frequencies and 
percentages. in the dimension "Working Conditions", the frequency and percentage 
values for the variables: the equipments necessary for my duty, the suitability of 
working conditions. the security of' the job, workload, working time and connection 
between pay and performance are greater in Canara Bank than in ICICI Bank. This 
shows that employees in Canara Bank are more satisfied than the employees in ICICI 
Bank. 
Table (7.17): Showing Comparison on the basis of Working 
coliditions 
— 	— 	\\ orking Conditions 	 Comparison 
The equipments necessary for Illy duty. 	 Canara Bank "- ICICI Bank 
The suitability of working conditions. 	 y Canara Bank < ICICI Batik 
The security oftlle job. 	 Canara Bank > ICICI Bank 
Workload. 	 Canara Bank > ICICI Bank 
Working tine.  	--- 	 Canara Bank > ICICI Bank 
Connection hetween pad' and perlirmance. 	Canara Bank > ICICI Bank 
Source: Compiled and calculated by researcher through questionnaire. 
This portion shows that employees in Canara Bank are more satisfied than the 
employees in IC 1(1 Bank. 
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MEAN AND STANDARD DEVIATION 
Mean values in analysis of each statement is helpful to compare the various 
variables on each factor. 'l lie statistical analysis for this part is illustrated in the 
Annexure III. As shown in Annexure III, there is positive attitude towards all 
questions but with different mean values in Canara Bank and ICICI Bank. 
So. there is no indication that the growth of employment satisfaction in the 
public sector banks and private sector banks - particularly in management practices 
has been considered important over the last decade or so will continue. Equally, 
despite regular reorganization and continued work pressures, there arc no indications 
that employment in both sector will take the management to the road where 
satisfaction will be an important area to consider. 
Factor I- Salary, Compensation and Benefits 
As shown in Annexure III, the dimension Salary, Compensation and Benefits 
has positive attitude in the respondents towards Canara Batik. Their mean values are 
greater in Canara Bank than in ICICI Bank. The statement with the high mean in this 
dimension is number (3) which says "[he annual salary increment." with mean value, 
3-62 in Canara Bank in comparison to ICICI Batik where it is 2.80. Whereas the 
lowest mean noted is 1.89 in Canara Bank and 3.08 in ICICI Bank in statement 
number (6) which says "Frequency and amount of bonuses". Overall it can be said 
that Canara Bank has better salary package and policies as compared to ICICI Bank. 
Factor 11- Promotion 
As shown in Annexure III, there exists a positive attitude in the respondents 
towards the Canara Bank because their means are greater than ICICI Bank. The 
statement with the high mean in this dimension is number (7) which says, 
`Promotional Policy of the bank". The mean value of Canara Bank being 3.84 is 
greater in comparison to 2.95 [CICI Bank. Whereas the lowest mean score was 2,80 
in statement number (9) in ICICI Bank and 3.64 in Canara Bank in the statement, 
"Promotion implementation method." Overall it can be said in this dimension that 
Carrara Bank has better promotion policies as compared to ICICI Bank. 
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Factor III- Career Development and Training 
As shown in Annexure III. the dimension Career Development and Training, 
there exist a positive attitude in the respondents towards the Carrara Bank in 
comparison to ICICI Batik with different mean scores in different variables, 
The statement with the highest mean in this dimension is number (14) which 
says, The job that provides a safe fume.' Its mean is 4.20 in Canara Bank and 3.28 
in ICICI Bauk. whereas the lowest mean of 3.26 in ICICI Bank and 3.29 in Canara 
Rank is in case of statement number (17) which is "the ability to influence decisions 
that affects me". Overall it can be said that in this dimension. Canary Bank has Netter 
training and career development programme as compared to ICICI Bank. 
Factor IV- Co-workers Relation 
As shown in Annexure II1, there exists a positive attitude in the respondents 
towards the Canara Bank because the mean scores of Canary Bank are greater than 
ICICI Bank. 
The statement with the high mean in this dimension is number (26) which 
says, "The recognition received from supervisors" where its mean has reached 4.31 in 
Carrara Bank and 3.56 in ICICI Bank. 
Whereas the lowest mean is 3.56 in ICICI Bank and 422 in Canara Bank in 
statement number (23) which is. "The co-employees who work well as a team. And 
overall mean score is more in Canary Bank than in ICICI Bank. 
Factor V- Working Conditions 
As shown in Annexurc Ill. there exists a positive attitude in the respondents 
towards the Canara Bank because the mean scores of Canara Bank are greater than the 
ICICI Bank. The statement with the high mean in this dimension is number (29) 
which says, The security of the job". \k'here, the mean has reached 4.38 in Carrara 
Bank and 2.471 n IC IC1 Bank. 
Where. the lowest mean is 2.84 in ICICI Bank and 3.49 in Canara Bank in 
statement number (32), which said, `Connection between pay and performance-. So, 
it can be said that the working environment in Carrara Bank is better than in ICICI 
Bank. 
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Table (7.18): Factor wise Description 
Particulars 
Canara Bank ICICI Bank 
Mean 
Std. 
Deviation Mean 
Std. 
Deviation 
Salary, Compensation and Benefits 15.6259 3.35154 14.6875 4.02217 
Promotion 18.5074 3.94797 14.8783 4.50599 
Career Development and Training 22.8794 3.42891 21.0279 4.45798 
Co-worker Relation 26.2603 3.52938 22.2886 4.60776 
Workin ► Conditions 19.4926 3.53096 16.8083 3.71390 
Overall Job Satisfaction 4.31 0.591 3.56 .917 
Overall Job Performance 4.38 0.678 3.34 1.087 
Source: Compiled and calculated by researcher through questionnaire. 
u Canara Bank 
o ICICI Bank 
Salary, 	Promotion 	Career 	Co-worker 	Working 
Compensation 	 Development Relation Conditions 
& Benefits and Training 
Table (7.20): Showing Comparison on the basis of Mean 
I+actors Comparison 
Salary, Compensation and Benefits Canara Bank > ICICI Bank 
Promotion 
Career Development and 'I'raining 
Co-worker Relation 
Working Conditions 
Canara Bank > ICICI Bank 
Canara Bank > ICICI Bank 
Canara Bank > ICICI Bank 
Canara Bank > ICICI Bank 
Overall Job Satisfaction Canara Bank > ICICI Bank 
Overall Job Performance Canara Bank > ICICI Bank 
source: Comniled and calculated by researcher through auestionnaire. 
The above table shows the mean values of dimensions used in analyses of data 
for this research. The highest mean score of 26.26 is of Co-worker Relation" in 
Canara Bank. 
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COMPARISON ACROSS DEMOGRAPHICS 
ibis section is divided onto five sub-sections: comparison between Canara 
Bank and ICICI Bank for the seven variables (Salary; Promotion: I raining: Co-
worker Relations: Working ('onditions: Overall Job Satisfaction and Overall Job 
Performance) across their age. gender. designation, experience and clualitication. 
Every section has mean comparison table followed by interpretation table on the basis 
0! ranking method. 
I- C'onipar•ison between Canary Bank and ICICI Bank on the basis of seven 
p•ar•iables (Satan 	l romotion; Training; Co-worker Relations; Working 
Conditions; Overall .Job Satisfaction and Overall Job Performance) across their 
Age 
1. 	Salary across Age 
The tables below sho%N mean values followed by the table of interpretation by 
ranking method for the factor Salary across the Age of the respondents. It shows that 
employees of age, 46 years or older in Carrara Bank and in IC 1CI Bank are more 
satisfied than the employees of other age groups. This reveals that as the age increases 
the level of satisfaction also increases. 
Table (7.21): Showing Comparison across Age (Salary) 
. . 	Carrara Bank 	ICICI Bank 
Number 
:flaw 	Under 25 years 	 40 
Mean 	Number• I 
14.5625 51 
Mean 
13.6503 
26-35 sears 20 14.2917 1 	65 15.0385 
36-45 \ears 25 15.1667 59 14.4350 
46 years -t- 140 16.2024 25 16.4867 
Total 225 15.6259 200 14.6875 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.22): Showing Interpretation of Salary across Age: Ranking 
Method 
Factor 	Respondents' Age 	Canara Bank 	ICICI Bank 
Salar,, 	Undcl• 25 `ears 	 3 	 4  
26-3 5 years 4 2  
36-45 years 	 2 	 3 
46 years - I I 	7 
Source: Compiled and calculated by researcher through questionnaire 
F 
S 
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2. Promotion across Age 
the tables below show mean values followed by the table of interpretation by 
ranking method. As with the case of Salary, employees of age group, 46 or older in 
Canara Bank and ICICI Batik are more satisfied with the promotional policies. Rest of 
the age groups are shown in the above table with the help of ranking method. Level of 
satisfaction for the group Age vs. Promotion, showing that "Under 25 years age" 
mean score of Canara Bank is more than ICICI Bank i.e. 18.18 and 12.96 
respectively. It indicates that employees of Carrara Bank: are more satisfied than ICICI 
Bank. "26-35 \,ears'•, mean score of Canara Bank is more than ICICI i.e. 17.79 and 
15.5O respectively. 
Under 36-45 years age mean score of Canara Bank is more than ICICI Bank 
i.e. 15.63 and 15.16 respectively. It indicates that employees of Canara Bank are more 
satisfied than ICICI Bank. "Under 46 or older", mean score of Canara Bank is more 
than ICICI Bank i.e. 19.21 and 16.47 respectively. It indicates that employees of 
Canara Bank are more satisfied than ICICI Bank. 
Table (7.23): Showing Comparison across Age (Promotion) 
Factor Respondents' Age 
Under 25 nears 
Canary Bank ICICI Bank 
Number Mean Number Mean 
Promotion  40 18.1875 51 12.9608 
26-35 years 20 17.7917 65 15.5077 
36-45 \,ears 25 15.6333 59 15.1667 
46 scars + 140 19.2143 25 16.4733 
Total 225 18.5074 200 14.8783 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.24): Showing Interpretation of Promotion across Age: 
Ranking Method 
Ranking 
Factor 	Respondents' Age 	Canara Bank 	ICICI Bank 
Promotion ',' Under 25 years 	 2 	 4  
26-35 years 3 2  
36-45 years 	 4 	 3 
46 years + 1 l 
Source: Compiled and calculated by researcher through questionnaire 
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3. Training across Age 
The tables set out below show mean values followed by the table of 
interpretation by ranking method. When the level of satisfaction was checked on the 
basis of Age vs. Training, it was observed that under 25 years age mean score of 
Canna Batik is more than ICICI Rank i.e. 21.91 and 19.81 respectively. It indicates 
that employees of Canara Bank are more satisfied than ICIC1 Rank. In the age group 
of 26-35 years, mean score of Canara Rank is more than ICICI Bank i.e. 25.32 and 
22.05 respectively. It indicates that employees of Canara Bank are more satisfied than 
ICICI Bank. 
Table (7.25): Showing Comparison across Age (Training) 
Factor Respondents' Age Canary Bank IC[CI Bank 
Number 	Mtan Number Mean 
Training Under 25 years 40  21.9107 51 19.8151 
26-35 years 20 25.3214 
21.1143 
65 
59 
22.0571 
36-45 years 25 21.2179 
46 vears+ 140 23.1224 25 H 	203771 
Total 225 22.8794 200 21.0279 
Source: Compiled and calculated by researcher throuEh questionnaire. 
Table (7.26): Showing Interpretation of Training across Age: 
Factor I Respondents' Age I Canara Bank I 	ICICI Bank 	I 
Under 25 years 	 3 	 4  
26-35 vears 2 1 4 2 
Source: Compiled and calculated by researc 
Under 36-45 years age mean score of ICICI Bank is more than Canara Bank 
i.e. 21.21 and 21.11 respectively. It indicates that employees of ICICI Bank are more 
satisfied than Canary Bank. In the age group of 46 or older mean score of Canara 
Bank is more than ICICI Bank i.e. 23.12 and 20.02 respectively. 
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4. Co-worker Relation across Age 
The tables given below show the mean values followed by the table of' 
interpretation by ranking method. Employees of age group "under 25 years" in Canara 
Bank are more satisfied with the factor, Co-worker Relation but in ICICI Bank age 
group of 26-35 years is showing high level of satisfaction regarding their 
interpersonal relationship. Rest of the age groups are shown in the above table with 
the help of ranking method. 
Table (7.27): Showing Comparison across Age (Co-worker Relation) 
Factor 	Respondents' Age 
Co-worker 	Under 25 nears 
Canara Bank 	i 	ICICI Bank 
number 	Mean 	! Number 
40 	27.3929 51 
Mean 
19.2157 
Relation 26-35 nears 20 27.0714 65 23.9033 
36-45 years 25 25.8000 59 22.9467 
46 \fears + 140 25.9031 25 22.8057 
Total 225 26.2603 200 22.2886 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.28): Showing Interpretation of Co-worker Relation 
across Age: Ranking Method 
Factor Respondents' Age 
Ranking  
Canara Bank 	ICICI Bank 
Co-worker Under 25 years 1 4 
Relation 	~ 	6`— ;s 2 i 
36-45 nears 4 2 
y cars -'- 3 3 
Source: Compiled and calculated by researcher through questionnaire. 
5. Working Conditions across Age 
The lollowing tables show mean values followed by ranking method for the 
factor Working Conditions across the Age of the respondents. It shows that 
employees of age, 36-45 years in Canara Bank and in ICICI Bank are more satisfied 
than the employees of other age groups. 
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Table (7.29): Showing Comparison across Age (Working Conditions 
Factor Respondents' Age 
~ Under 25 years 
Camara Bank 	ICICI Bank 
Number 	Mean 	Number Mean 
Working 40I 192083 51 15.0980 
Conditions 26-35 years 20 18.5417  65 
59 
17.4590 
36-45 years 25 19.8667 17.5028 
46 years+ 140 19.6429 25 16.9667 
Total 225 19.4926 200 16.8083 
Source: Compiled and calculated by researcher through questionnaire 
Table (7.30): Showing Interpretation of Working Conditions 
across Age: Ranking Method 
Factor 
Ranking  
Respondents' Age 	Canara Bank 	Wick Bank 
Working 
Conditions 
Under 25 years 	 3 
26-35 years 	 4 
36-45cy ars 	 1 
4 
2 
46 years + 2 3 
Source: Compiled and calculated by researcher through questionnaire. 
6. Overall Job Satisfaction across Age 
The tables mentioned below show mean values followed by the table of 
interpretation by ranking method. When the level of satisfaction was checked on the 
basis of Aue vs. Overall Job Satisfaction. it was observed that under 25 years age 
mean score of Camara Bank is more than ICICI Bank i.e. 3.61 and 2.94 respectively. It 
indicates that employees of Canara Bank are more satisfied than ICICI Bank. "Under 
26-35 years". mean score of Canara Bank is more than ICICI i.e. 3.64 and 3.36 
respectively. It indicates that employees of Canara Bank are more satisfied than ICICI 
Bank. Under 36-45 years age mean score of Canara Bank is more than IC[CI Bank i.e. 
3.51 and 3.27 respective]y. It indicates that employees of Carrara Bank are more 
satisfied than LCLCL Bank. 
In the age, 46 or older mean score of Canara Bank is more than ICICI Bank 
i.e. 3.70 and 3.34 respectively. It indicates that employees of Camara Bank arc more 
satisfied than ICICI Bank. There is very less variation found in this particular factor 
regardin_ their overall job satisfaction level. 
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Table (7.31): Showing Comparison across Age (Overall Job 
Satisfaction) 
Factor 	Respondents' Age 	Canara Bank 
Number 	Mean 
ICICI Bank 
Number Mean 
Overall .lob 	Under 25 years 	 40 3.6133 51 2.9424 
Satisfaction 26-35 years 20 3.6484 65 3.3663 
36-45 years 25 3.5188 59 3.2733 
46 years + 140 3.7042 25 3.3450 
-Total 225 3.6625 200 3.2281 
Source: Compiled and calculated by researcher through questionnaire 
Table (7.32): Showing Interpretation of Overall Job Satisfaction 
across Ace: Ranking Method 
Factor 	Respondents' Age 
Ranking  
ICICI Bank Canara Bank 
Overall Job I [rider 25 years 3 4 
Satisfaction 26-35 years 2 1 
36-45 years 4  3  
46 years + 1 2 
Source: Compiled and calculated by researcher through questionnaire. 
7. Overall Job Performance across Age 
The data depicted in the following tables show mean values followed by the 
table of interpretation by ranking method. In Overall Job Performance vs. Age, mean 
score of Canara Bank is more than ICICI Bank as shown in the table below. This 
indicates that employees of Canara Bank are more satisfied than ICICI Bank. For the 
age group, 26-35 \'ears, employees of' both the banks showing high level of' 
satisfaction. 
Table (7.33): Showing Comparison across Age (Overall Job 
Performance) 
Factor 	Respondents' Age 
 
Canara Bank ICICI Bank 
Number Mean Number Mean 
Overall .lob Under 25 years 40 4.25 51 2.88 ' 
Performance 26-35 	years 20 4.50 65 3.65 
36-45 years 25 4.20 59 3.41 
46 years + 140 4.43 25 3.36 
Total 225 4.38 200 3.34 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.34): Showing Interpretation of Overall Job Performance 
across Age: Ranking Method 	- 
Rankin 
Factor 	Respondents' Age 	Canara Bank 	ICICI Bank 
Overall Job — Under 25 years 	 3 	 4 
Performance 	26-35 Fears 1 1 
36-45 years 4 	 2 
~— - 	_ 46 vcars + 	
2 3 
Source:  Compiled and calculated by researcher through questionnaire. 
IF Comparison between Carrara Bank and ICICI Bank on the basis of seven 
variables (Salary; Promotion; Training; Co-worker Relations; \\ orking 
Conditions; Overall Joh Satisfaction and Overall .lob Performance) across their 
(:ender. 
I. Salary across Gender 
l , hc tables below show mean values followed by the table of interpretation by 
ranking method for the factor Salary across Gender of the respondents. It shows that 
female employees in Canara Bank and male employees in lC'ICI Bank are more 
satisfied. 
Table (7.35): Showing Comparison across Gender (Salary) 
Canara Bank ICICI Bank Factor 	Respondents 
Gender Number Mean lumber 	Mean 
Salary 	Male 180 15.5880 146 	14.7648 
female  45 15.7778 54 fl4.4784 
otal 	A 225 15.6259 200 I 	14.6875 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.36): Showing Interpretation of Salary across 
Gender: Ranking Method 
Factor j Respondents' _Gender 	Canara Bank I 	ICICI Bank - 
Salary 	1\1a lc 	 f   
Female L 	1 
Source: (onupiled and calculated by researcher through questionnaire. 
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2. Promotion across Gender 
l'he tables below show mean values followed by the table of interpretation by 
ranking method for the factor Promotion across Gender of the respondents. It shows 
that tcmale employees in Canara Bank and male employees in ICICI Bank are more 
satisfied with the promotional policies. 
Table (7.37): Showing Comparison across Gender (Promotion) 
Factor 	Respondents' 
Gender 
Canara Bank ICICI Bank 
Number Mean Number Mean 
Promotion 	Male 180 18.3194 146 15.9658 
Female 45 19.2593 54 11.9383 
Total 225 18.5074 200 14.8783 
Source: Compiled and calculated by researcher through questionnaire 
Table (7.38): Showing Interpretation of Promotion across 
Gender: Ranking Method 
Factor Respondents' Gender 
king  
Canara Bank ICICI Bank 
Promotion Male 2  1  
Female 1 2 
Source: Compiled and calculated by researcher through questionnaire. 
3. Training across Gender 
The tables below show mean values followed by the table of interpretation by 
ranking method for the factor Training across Gender of the respondents. It shows that 
female employees in Canara Bank and male employees in ICICI Bank are more 
satisfied with the training techniques and the frequency at which the training is done. 
Table (7.39): Showing Comparison across Gender (Training) 
Factor 	Respondents' 
Gender 
Canara Bank ICICI Bank 
Number Mean Number Mean 
Training 	Male 180 22.8413 146 21.7632 
Female 45 23.0317 54 19.0397 
Total 225 22.8794 200 21.0279 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.40): Showing Interpretation of Training across 
Gen der :Ran king Mettrod 	`— 	— 
Ranking 
Factor 	Respondents' Gender 	Canara Bank 	ICICI Bank 
j -I -iainin~~ 
	
11 I 2 	
1 	— 
IILi1 ie 
Source: Compiled and calculated by researcher through questionnaire. 
4. Co-worker Relation across Gender 
I he sables below show mean Value; followed 1w the table of interpretation by 
ranking method fir the factor Co-worker Relation across Gender of the respondents. 
It shows that female employees in Canara Bank and male employees in ICICI Bank 
are more satisfied. 
Table (7.41): Showing Comparison across Gender (Co-worker 
Relation) 
Factor 	Rcshoncicnts' Canara Bank ICICI Batik 
(;cutler \umber 	Mean \umber dean 
Co-worker 	Male. 180 25.9802 146 22.8268 
27.3810 54 ! 20.8333 --~~ Relation 	Female 	 45 
L 	; Total 225 26.2603 1 886 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.42): Showing Interpretation of Co-worker Relation across 
Gender: Ranking Method 
Ranking 
Factor 	Rest)onddnts' Gender I Canara Bank 	ICICI Bank 
Co-\vorker j Male 
Relation 	Female 
Source: Compiled and calculated by researcher through questionnaire. 
5. \\'orking Conditions across Gender 
I he tables belay show mean values followed by the table of interpretation by 
ranking, method lur the factor Working Conditions across Gender of the respondents. 
It shows that t mule emmployec' In Canara Rank and male employees in ICICI Bank 
are more satisfied with the working environment. 
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'Table (7.43): Showing Comparison across Gender (Working 
Con(1itions) 
Factor 	llespondcnts' 
Gender 
Canara Bank ICICI Bank 
Number 	Mean Number Meaii 
Working 	1 Male 180 19.4028 146 16.9075 
Conditions 	rFemale 
Total 
45 19.8519 54 16.5401 
225 19.4926 j 200 16.8083 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.44): Showing Interpretation of Working Conditions 
across Gender: Ranking Method 
Factor 	Respondents' Gender 
Ranking 
Canara Bank ICICI Bank 
\Vorkin 	Male 2  1 
Conditions ''1 Female 1 1) 
Source: Compiled and calculated by researcher through questionnaire. 
6. Overall Job Satisfaction across Gender 
The tables below show mean values followed by the table of interpretation by 
ranking method for the factor Overall Job Satisfaction across Gender of the 
respondents. It shows that female employees in Canara Bank and female employees in 
ICICI Bank are more satisfied than male employees. 
Table (7.45): Showing Comparison across Gender (Overall Job 
Satisfaction) 
Factor 	Rcspundcnts 
(:ender 
Canara Bank 
Number 	Mean 
ICICI Bank 
Number Mean 
Overall Job ( Male 180 3.6389 146 3.3196 
Satisfaction Female 45 3.7569 54 2.9809 
'total 225 3.6625 200 3.2281 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.46): Showing Interpretation of Overall Job Satisfaction 
across Gender: Rankine Method 
Factor j Respondents' Gender 
Ranking 
Canara Bank I 	ICICI Bank 
Overall Job Male 2  2 
Satisfaction Female 1 1 
Source: Compiled and calculated by researcher through questionnaire. 
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7. Overall Job Performance across Gender 
The tables below show mean values followed by the table of interpretation by 
ranking method for the factor Overall Job Performance across Gender of the 
rvspondcnts. It shows that male employees in Canara Bank and male employees in 
ICICI Bank are more satisfied than female employees. 
Table (7.47): Showing Comparison across Gender (Overall Job 
Performance) 
Factor Respondents' 
Gender 
.Camara Bunk 
Number 	Mean 
ICICI Bank 
Number 	Mean 
Overall Job 	 Male 
Performance 	Female 
180 I 	4.42 146 3.45 
45 422 54 3.07 
Total 225 4.38 200 3.34 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.48): Showing Interpretation of Overall Job Performance 
across Gender: Ranking Method 
Factor 	F Respondents' Gender 	Canara Bank 	ICICI Bank 
Overall Job 	Male 	 I 	I  
Performance Female - 2 	 2  
;ource: Compile] and calculated by researcher through questionnaire 
III- Comparison between Canary Bank and ICICI Bank on the hasis of seven 
variables (Salary; Promotion; Training; Co-worker Relations; Working 
Conditions; Overall Job Satisfaction and Overall Job Performance) across their 
Designation. 
1. Salary across Designation 
The tables below show mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Salary 
across Designation, it was observed that Clerks in Carrara Bank and Cashiers in ICICI 
Bank arc highly satisfied than other posts in both the banks. And Probationary 
Officers in Canara Bank and the category "other" in ICICI Bank are least satisfied. 
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Fable (7.49): Showing Comparison across Designation (Salary) 
Factor 	Respondents' 
llesi Jnatiun 
Canara Bank 
Number 	Mean 
ICICI Bank 
Number 	1~1ean 
Salary Branch Manager 40 16.2292 14 17.4881 
Probationary Officer 65 14.8077 5 18.3333 
Cashier 15 16.2222 57 18.7749 
Clerk 50 16.3000 24 12.7500 
Other 55 ' 	15.3788 100 12.7483 
Total 	 225 	15.6259 	200 
Source: Compiled and calculated by researcher through questionnaire. 
14.6875 
Table (7.50): Showing Interpretation of Salary across Designation: 
Ranking Method  
Ranking  
Factor 	Respondents' 	Canara Bank 	ICICI 	Bank 
Design a tb n 
Salary 	Branch Manager 	 3 	 3 
Probationary Officer 	 5 2 
Cashier 	 2 	 I 
Clerk 1 4 
Other 	 4 	 5 
Source: Compiled and calculated by researcher through questionnaire. 
2. Promotion across Designation 
The tables below show mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Promotion 
across Designation, it was observed that Branch Manager in Canara Bank and 
Probationary Officers in ICICI Bank are highly satisfied than other posts. And 
Cashier in Canara Bank and Clerks in ICICI Bank are least satisfied. 
Table (7.51): Showing Comparison across Designation (Promotion) 
Factor Respondents' 
llesi gnat ion 
Canara Bank ICICI Bank 
Number Mean Number Mean 
Promotion Branch Manager 40 19.7500 14 19.0714 
Probationary Officer 65 17.8462 5 21.8333 
Cashier 15 15.3333 57 17.7281 
Clerk 50 18.8167 24 14.6389 
Other 55 18.9697 100 12.3767 
"Total 225 18.5074 200 14.8783 
Source: Compiled and calculated by researcher through questionnaire. 
Page 1 196 
Table (7.52): Showing Interpretation of Promotion across 
- Designation: Ranking Method 
Ranking 
Factor 	Reslpondents' 	Canara Bank 	IC1C1 Blink 
Designation 
Promotion Branch \I~in~i_uer 	 1 	 2 
Probationary Officer 	 4 1 
Cashier 	 J 	5 	 4 
Clerk 3 5 
Other 	 2 	 3 
Source: Compiled and calculated by researcher through questionnaire. 
3. Training across Designation 
l he tables below showy mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Training 
across Designation, it was observed that Branch Managers in Canara Bank and in 
ICICI Bank are highly satisfied than other posts. And Probationary Officers in Canara 
Bank and Clerks in ICICI Bank are least satisfied. 
Table (7.53): Showing Comparison across Designation (Training) 
Canara Bank 	ICI('I Bank Factor 	Resl)ondents , 	-- 	 — 	-- — 	i 
Number I Mean 	Number 	Mean UCstIu:tuoll 
Training 	Branch Nlanager 
Probationary Officer 
i 
	
 14- 	26.0204 
5 	24.7143 
40 24.5536 
65 	21.8352 
Cashier 
Clerk  	---~-- 
15 23.9524 57 
--- 	24 
22.3609 
 50 23.4714 16.1429 
Other 55 22.0649 100 20.5571 
Total  225 L 	22.8794 200 21.0 9 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.54): Showing Interpretation of Training across Designation: 
Ranking Method 
Ranking 
Factor 	Rcs1)Ondents' 
	
Canara Bank 	ICICI Bank 
Designation 
Training-, Branch Nlanager 
	 1 1 	j 
Probationary Officer 
	 5 
Cashier 
Clerk 	 3 
	
5 
Other 4 4 
Source: Compiled and calculated by researcher through questionnaire. 
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4. Co-worker Relation across Designation 
The tables below show mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Co-
worker Relation across Designation, it was observed that Clerks in Canara Bank and 
Probationary Officers in [CICI Bank are highly satisfied than other posts. And 
Cashiers in Canara Bank and Clerks in ICICI Bank are least satisfied. 
Table (7.55): Showing Comparison across Designation (Co-worker 
Relation) 
Factor Respondents' 
Designation 
Canara Bank 	ICICI Bank 
Number Mean I Number Mean 
Co- Branch Manager 40 	26.2500 14 24.7857 
worker Probationary Officer_ 65 	26.7363 	5 25.7143 
Relation Cashier 15 	22.2381 57 23.2632 
Clerk 50 27.4000 24 7.8095 
Other 55 	25.7662 	100 22.2871 
Total 225 26.2603 	200 22.2886 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7,56); Showing Interpretation of Co-worker Relation across 
Designation: Ranking Method 
Factor 	Respondents' 
Designation`  
Canara Bank 	ICICI Bank 
_ 
3 	 2 Co- BranchManager 
worker ; Probationary Officer 2 
Relation Cashier 5 3 
Clerk 1 5 
Other 	_ 4 	I 	4 
turce: Compiled and calculated by researcher through questionnaire 
5. Working Conditions across Designation 
The tables below show mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Working 
Conditions across Designation, it was observed that Cashiers in Canara Bank and 
Probationary Officers in ICICI Bank are highly satisfied than other posts. And Clerks 
in ICICI Bank and the category other" in Canara Bank are least satisfied. 
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Table (7.57): Showing Comparison across Designation (Working 
Con(litions) 
\\'orkin .t 
Conditions 
Factur 	Respondents 	_ 
Designation 
Branch 	lauauer 
j Probationary Officer 
Canara 
Number 
40 
65 
Bank 
Mean 
19.8542 
19.0000 
ICICI 
Number 
14 
5 
Bank 
Mean 
19.51 19 
22.1667 
Cashier 15 21.4444 57 ; 	18.8129 
Clerk 50 19.9000 24 14.0556 
Other 55 18.9091 I 	1001 86 0 
1-otal 	 2251 	19.4926 	200 	16.8083 
Source: Compiled and calculated by researcher through questionnaire. 
Cable (7.58): Showing; Interpretation of Working Conditions across 
Designation: Ranking Method 
Ranking 
Factor Respondents' Canara Bank ICICI Bank 
Designation 
\Vorkinot Branch Nlanaa;er i 	3 2 
Conditions i Probationary Officer 4 1 
1 Cashier 
Clerk ? 5 
Other 5 1` 
Source: ('cnlpilecl and calculated by researcher through questionnaire 
6. Overall Job Satisfaction across Designation 
Table (7.59): Showing Comparison across Designation (Overall Job 
Satisfaction) 
Factor 	Respondents, Canara Bank 
lumber 	Mt in 	\umber 
1C'1('I Bank 
Mean I)esirnatiun 
Overall Job 	Branch Nlanacer 40 	3.7817 14 3.8594 
Satisfaction 	Probationary Officer 65 3.5769 5 3.6875 
Cashier 15 3.5833 57 3.6414 
Clerk 50 3.7812 24 2.7344 
55 3.5909 100 Other 2.9997 
• Total 225 	3.6625 200 3.2281 
Source: Compiled and calculated by researcher through questionnaire. ~f 
(able" show mean values followed by the table of interpretation by ranking 
method. When the level of satisfaction was checked on the basis of Overall Job 
Satisfaction across Designation. it was observed that Branch Managers in Canara 
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Bank and in ICICI Batik are highly satisfied than other posts in both the banks. And 
Clerks in ICICI Bank and the category "other" in Canara Bank are least satisfied. 
Table (7.60): Showing Interpretation of Overall Job Satisfaction 
across Designation: Ranking Method 
Ranking 
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
Designation 
Overall Job Branch Manager 	 1 	 1 
Satisfaction Probationary Officer 	 3 2 
Cashier 	 4 	 3 
Clerk 2 5 
Other 	 5 	 4 
Source: Compiled and calculated by researcher through questionnaire. 
7. Overall Job Performance across Designation 
The tables below show mean values followed by the table of interpretation by 
ranking method. When the level of satisfaction was checked on the basis of Overall 
Job Performance across Designation, it was observed that Branch Managers in Canara 
Bank and in ICICI Bank are highly satisfied than other posts in both the banks. And 
Probationary Officers in Canara Bank and in ICICI Bank are least satisfied. 
Table (7.61): Showing Comparison across Designation (Overall .Job 
Performance) 
Factor 	Respondents Designation Canara Bank ICICI Bank 
Number Mean Number 	Mean 
Overall Job 	Branch Manager 40 , 	4.62 14 4.71 
Performance Probationary Officer 65 4.23 5 2.00 
Cashier 15 4.33 57 3.79 
Clerk 50 4.40 24 2.83 
Other 55 4.36 100 3.09 
Total 225 4.38 200 3.34 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.62): Shoeing Interpretation of Overall Job Performance 
	
across Designation: Ranking Iethod 	_ 
— 	 _ Ranking 
Factor Respondents' 	Canara Bank i 	ICICI Bank 
Designation  
Overall Job 	j Branch Nlana2er 	 1 	 1 
Performance L Prohationar%- Officer 	 5 
Cashier 
Clerk 	 2  
Other 3 	 3  
Source: Compiled and calculated by researcher through questionnaire 
1V''- Comparison between Canara Bank and ICICI Bank on the basis of seven 
variables (Salary; Promotion; Training; Co-worker Relations; \\'orking 
Conditions: Overall .lob Satisfaction and Overall Job Performance) across their 
Experience. 
1. Salary across Experience 
I he tables helo\v sho\v mean Values followed by the table of interpretation h\ 
rankint method for the factor Salary across Experience of the respondents. It shows 
that employees having experience of 6-10 years in Canara Bank and in !('ICI Bank 
are more satisfied than other employees. And employees having experience of 11-15 
years are least satisfied with their salary and its related factors in Canara Bank and 
lC'IC I Bank. 
Table (7.63): Showing Comparison across Experience (Salary) 
Factor 	Respondents 	_ 	Carrara Bank ICICI Bank 
Experience Number glean Number Mean 
Salary 
6- l 0 years 48 16.1458 51 	I 15.6732  
11-15 years 23 13.5000 48 13.4201 
16-21 years 	 29 i6.00j 17 14.9314 
21 Fears and above 	 90 16.0500 4 14.3333 
Total 225 15.6259 	200 1475 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.64): Showing Interpretation of Salary across Experience: 
Ranking Method 
-- ~— 	--- 
Factor 	Respondents' 
Ex erience 
Ranking 
Canara Bank ICICI Bank 
Salary 	1-5 years 4  3 
6-10 years 1 1 
L ii-iears 5 5 
16-21 y ars 
21 years and above 
2 2 
3 4 
Source: Compiled and calculated by researcher through questionnaire. 
2. Promotion across Experience 
The tables below show mean values followed by the table of interpretation by 
ranking method for the factor Promotion across Experience of the respondents. It 
shows that employees having experience of 11-15 years in Canary Bank and 16-21 
years in IC IC'I Bank are more satisfied than other employees. And employees having 
experience of 11-15 years in Canara Bank and 1-5 years in ICICI Bank are least 
satisfied with their promotional policies. 
Table (7.65): Showing Comparison across Experience (Promotion) 
Factor Respondents' Canara Bank 	ICICI Bank 
E J~crirnce 	Number 	Mean 	Number 	Mean 
1 Promotion 	1-5 \-ears 	 35 	18.6667 	80 	14.4729 
6-10 years 	 48 	19.5694 
11-15 \.ears 	 23 	15.1087 
1 16-21 years 	 29 	16.9713 
21 years and above 	 90 	19.2426 
Total 	 225 	18.5074 
Source: Compiled and calculated by researcher through questionnaire. 
	
51 	14.7092 
48 14.7986 
17 	17.1765 
4 	16.333 
200 	14.8783 1 
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Table (7.66): Showing Interpretation of Promotion across 
Experience: Ranking Method 
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
Lxt)erience 
Promotion 	1-5 Nears 
6-10 years 	 1 	 4 
years -11-15 5  3  
16-21 \-ears 	 4 1 
2 1 years and above 	 2  
Source: Compiled and calculated by researcher through questionnaire. 
3. Training across Experience 
The tables below show mean Values followed by the table of interpretation by 
ranking method for the factor Training across Experience of the respondents. It shows 
that employees having experience of 6-10 years in Canara Bank and 16-21 years in 
ICICI Bank are more satisfied than other employees. And employees having 
experience of 11-15 years in Canara Bank and 21 years and above in ICICI Bank are 
least satisfied with their training techniques and the frequency of trainings arranged 
for them. 
Table (7.67): Showing Comparison across Experience (Training) 
I' actor 	F 	Respondents' Canary Bank 1(ICI Bank I- 
1x perlcucf. Number Mean Number Mean 
lraining 	1-5 years 35 22.8367 80 20.9643 
6-10 rears 48 24.4762 51 21.3529 
i 	
1 1-15 `ears - 23 21.3540 48 r 	20.5446 
16-21 sears 29 22.2759 17 22.1261 
21 years and above 90 22.6286 4 19.2857 
Total 225 22.8794 200 21.0279 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.68): Showing Interpretation of Training across Experience: 
Rankinw Method 
Ranking  
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
Experience 
lrainin 	1-5 years 	 2 	 3  
6-10 years 1 2 
11-15 vears 	 5 	 4 
1 6-2 1 years 4 1 
i 21 years and above 	 3 	 5  
Source: Compiled and calculated by researcher through questionnaire. 
4. Co-worker Relation across Experience 
The tables below show mean values followed by the table of interpretation by 
ranking method fir the factor Co-worker Relation across Experience of the 
respondents. It shows that employees having experience of 11-15 years in Carrara 
Bank and 16-21 years in ICICI Bank are more satisfied than other employees. And 
employees having experience of 1-5 years in ICICI Bank and 21 years and above in 
Canara Bank are least satisfied. 
Table (7.69): Showing Comparison across Experience (Co-worker 
Relation) 
Factor j Respondents' Canara Bank 	ICICI Bank 
Experience Number Mean Number Mean 
Co-worker 1-5 years 	 35 	26.9184 	80 	21.5179 
Relation 	6-10 years 48 	27.4613 51 	22.6583 
11-15 years 	 23 1 	29.3478 	48 	22.4077 
16-21 years 29 	25.5172 17 	24.6387 
21 years and above 	 90 	24.8143 	4 	21.5714 
Total 	 225 26.2603 	200 22.2886 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.70): Showing Interpretation of Co-worker Relation across 
Experience:Raiiking Method 
Raiiking  
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
Experience 
('n-worker 	1-5 years 	 3 	 5 
Relation 	6-10 years 2 2 
11-15 years 	 1 	 3 
16-21 years 4 1 
21 years and above 	 5 	 4 
Source: Compiled and calculated by researcher through questionnaire. 
Pagel 204 
5. Working Conditions across Experience 
The tables below show mean values followed by the table of interpretation by 
ranking method for the factor Working Conditions across Experience of the 
respondents. It shows that employees having experience of 16-21 years in Canary 
Bank and in ICICI Bank are more satisfied than other employees. 
Table (7.71): Showing Comparison across Experience (Working 
Conditions)  
Factor 
ndent 
Respondents' 
Experienc 
Canara Bank 
Number 	Mean 
ICICI Bank 
Number 	Mean 
Working 1-5 years 	 35 19.5000 80 16.0833 
Conditions 6-10 years 	- 	_ 	48 19.8021  51 17.0000 
11-15 years 23 18.5870 48 17.6146 
1 	16-21 years 29 20.3391 17 18.3431 
21 years and above 90 19.2833 4 12.6607 
Total 225 19.4926 200 16.8083 
Source: Compiled and calculated by researcher through questionnaire 
And employees having experience of 11- I5 years in Canara Bank and 21 years 
and above in ICICI Bank are least satisfied with the working environment provided to 
perform their task. 
Table (7.72): Showing Interpretation of Working Conditions across 
Exncricnce: Ranking Method 
Factor Respondents' 
Experience 
Ranking  
Canara Bank IC[CI Bank 
Working 1-5 years 3  4  
Conditions 6-10 )cars 2  3  
11-15 years 5 2 
16-21 years I I 
--- 21 years and above  4 5 
Source: Compiled and calculated by researcher through questionnaire. 
6. Overall Job Satisfaction across Experience 
The tables below indicate mean values followed by the table of interpretation 
by ranking method for the factor Overall Job Satisfaction across Experience of the 
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respondents. It shows that employees having experience of 6-10 years in Canara Bank 
and 16-21 years in ICICI Bank are more satisfied than other employees. And 
employees having, experience of 11-15 years in Canara Bank and 21 years and above 
in ICICI Bank are least satisfied. 
Table (7.73): Showing Comparison across Experience (Overall Job 
Satisfaction) 
Factor 	Respondents, 
I,x )erience 
Canara Bank ICICI Bank 
Number Mean Number Mean 
Overall Job 	1-5 years 35 3.6607 80 3.1645 
Satisfaction 	6-10 rears 48 3.8145 51 3.2904 
1 1-15 nears 23 3.5014 48 3.1934 
16-21 	years 29 3.6422 17 3.4926 
21 nears and above 90 3.6299 4 3.0000 
"Total 225 3.6625 200 3.2281 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.74): Showing Interpretation of Overall Job Satisfaction 
across Experience: Ranking Method 
Factor 	Respondents' 
Ex Perience 
Ranking 
Canara Bank ICICI Bank 	I 
Overall Job 	1-5 years 2 4 
Satisfaction 	1 6-10 years 
1 1-15 	ears 
1 2 
5 3 
16-21 years 3 1 
21 years and above 4 5 
Source: Compiled and calculated by researcher through questionnaire. 
7. Overall Job Performance across Experience 
The tables below depict mean values followed by the table of interpretation by 
ranking method for the factor Overall Job Performance across Experience of the 
respondents. It shows that employees having experience of 1 1-15 years in Canara 
Bank and 21 years and above in 1CIC1 Bank are more satisfied than other employees. 
And employees having experience of 21 years and above in Canara Bank and 16-20 
years in ICICI Bank are least satisfied. 
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Overall .lob 
Performance 
Table (7.75): Showing Comparison across Experience (Overall Job 
Performance) 
Factor. 	12espondents, 	-i 
l:x 	criencc 
Canara 
Number ~ 
35 
48 ; 
Bank 	IC'IC1 
Mean 	Number 
4.29 1 
4.56 
80 	- 
5 I 
Bank 
Mean 
3.28 
3.49 
Overall Job 	1-5 years 
Performance 	6-10 years 
11-15 	years 23 4.57 48 3.29 
16-21 	ears 29 4.38 17 3.24 
21 nears and above 90 4.27 4 4.00 
Total  225 4.38 2.00 3.34 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.76): Showing Interpretation of Overall Job Performance 
across Experience: Ranking Method 
Ranki - 	- 
Factor• 	Respondents' 	Canara Bank 	ICICI Bank 
Exnericnce 
Source: Compiled and calculated by researcher through questionnaire. 
\'- Comparison between Canara Bank and 1CIC1 Bank on the basis of seven 
variables (Salary; Promotion; Training; Co-worker Relations; Working 
Conditions; Overall Job Satisfaction and Overall Job Performance) across their 
Quail tic .ltI()Ii. 
1. Salary across Qualification 
f,lhle (7.77) reveals the simple mean for the entire respondents of Canara and 
ICICI Bank for each of' the selected categories, it seems that the 'Salaries of 
Graduate. Post Graduate and other employees in Canara Bank are 13.41 67.  16.0556 
and 15.7639 respectivelyin defined categories, which shows the employees of Canara 
bank are more satisfied only in the case of other employees as compared to ICICI 
Bank. While the mean values for the ICICI Bank are 14.2529. 16.3535 and 13.5724 
respectively, which show better salaries package for Graduate and Post Graduate 
employees. I lowever, the mean values of Canara Bank followed by ranking method 
for the factor 'Salaries' across Qualification of the respondents are Graduate 3. Post 
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Graduate 1 and other employees 2, shows that the post Graduate employees in Carrara 
Bank are more satisfied with their Salary policies in their bank. On the other hand, in 
case of ICICI Bank, the rank for Post Graduate is 1. Other is 3 and Graduate 
employees is 2. But the ranking shows that Post Graduate employees in ICICI Bank 
are more satisfied as compared to graduate and other employees in terms of salary 
package and policies. 
Table (7.77): Showing Comparison across Qualification (Salary) 
Factor Respondents' 	Canara Bank 
Qualification Number 	Mean 
ICICI Bank 
Number 	Mean 
Salary Graduate 30 13.4167 58 14.2529 
Post Graduate 135 16.0556 66 16.3535 
Others 60 15.7639 76 13.E724 
Total 	 225 15.6259 200 14.6875 
Source: Compiled and calculated by researcher through questionnaire 
Table (7.78): Showing Interpretation of Salary across Qualification: 
Rankin Method I- 	 Rankine 
Factor Respondents' Qualification j 	Carrara Bank ICICI Bank 
2 Salary Graduate 3 
Post Graduate 1 1 
Others 2 3 
Source: Compiled and calculated by researcher through questionnaire. 
2. Promotion across Qualification 
'Fable (7.79) exhibits the simple mean for the entire respondents of Canara and 
ICICI Bank for each of the selected categories, it seems that the promotion of 
graduate, Post Graduate and other employees in Canara Bank are more than ICICI 
Bank i.e. (15.1 389 vs. 13.3218), (18.9753 vs. 15.6540) and (19.1389 vs. 15.3925) in 
all categories. I-iowever, the mean values of Canara Bank followed by ranking method 
for the factor 'promotion' across Qualification of the respondents are Graduate 3, Post 
Graduate 2 and other employees I respectively, shows that the other employees in 
Canara Bank are more satisfied with their promotion and policies related to 
promotion. On the other hand, in case of ICICI Bank, the ranking of Post Graduate is 
1. and Other is 2 and Graduate employees is 3. 
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But the ranking shows that Post graduate employees in ICICI Bank are more 
satisfied :► 	,nlhc►rcd t 	raduate and 0thcr employees. 
'Table (7.79): Showing Comparison across Qualification (Promotion) 
I actl>r 	ltcslrundcnt,' I 	 Carrara Bank l('I('1 Bank 
Qualification Number 	Mean 	1 Number I Mean 
Promotion 	(iradu<►t; J 30 	1 5.1 389 !  58 13.3218 
Post (iradivatc 135 	_ 18.9753 ' 66 15.6540 
Others 60 19.1389 _ 76 15.3925 
I otal 225 18.5074 200 14.8783 
Source: COm1~ileLi and calculated by researcher through questionnaire 
Table (7.80): Showing Interpretation of Promotion across 
Qualification: Ranking Method ----- 	------------- 	--- --- 	--  
Ranking 
 
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
	
(hi aliIication -- 	 — 
i - -- 	—~ 	
r— 
P1"U111UilUll Graduate -) - 
Post Graduate 	 2 	 1 
Others 	 1 	 2 
Source: Compiled and calculated by researcher through questionnaire. 
3. Training across Qualification 
'fable (7.81) shows the simple mean for the respondents of' Canara and ICICI 
Bank for each of the selected categories, it seems that the ''Graining' of graduate, Post 
Graduate and other employees in ('anara Bank are 21.7 381. 22.5873 and 24.1071 in 
all categories which sho\\ s the employees of Canara batik are more satisfied as 
compared to IC1CI Bank. While the mean values for the ICICI Batik are 19.6158. 
20.517 3 and 22.0279 respectively. However, the mean values of Canara Bank 
followed by ranking method for the factor 'Training' across Qualification of the 
respondents are Graduate 3. Post Graduate 2 and other employees I respectively. 
shows that the other employees in Canara Bank are more satisfied with their training 
and policies related to training. On the other hand, in case of' ICICI Bank. the ranking 
of Post Graduate is 2. and Other is 1 and Graduate employees is 3. But the ranking 
shows that other employees in IC'ICI Bank are more satisfied as compared to graduate 
and other cnlplu}'ees in terms of training practices in their batik. 
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Table (7.81): Showing Comparison across Qualification (Training) 
Qualification 
1 	ctur 	Respondents' 
 
Canara Bank ICICI Bank-7 
Number j 	Mean Number Mean 
Draining 	i Graduate 30 21.7381 58 19.61 58 
Post Graduate 135 22.5873 66 20.5173 
Others 60 24.1071 76 22.5489 
Total 225 22.8794 200 21.0279 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.82): Showing Interpretation of Training across 
Qualification: Ranking Method 
Rankiing 
	
Factor 	Respondents' 	Canara Bank 	ICICI Bank 
Oualification 
Training 	Graduate 	 3 	 3 
Post Graduate 	 2 2  
Others 	 1 	 1 
Source: Compiled and calculated by researcher through questionnaire. 
4. Co-worker Relation across Qualification 
Table (7.83) reveals the simple mean for the entire respondent of Canara and 
ICICI Bank for each of the selected categories, it seems that the Co-worker Relation 
of graduate, Post Graduate and other employees in Canara Bank are more than ICICI 
Bank i.e. (25.5952 vs. 21.4877). (25.4603 vs. 22.5584) and (28.3929 vs. 22.6654) in 
all categories. However, the mean values of Canara Bank followed by ranking method 
fir the factor 'Co-worker Relation' across Qualification of the respondents are 
Graduate 2, Post Graduate 3 and other employees 1, shows that the other employees 
in Canara Bank are more satisfied with their Co-worker Relation practices and 
policies related to Co-worker Relation. On the other hand, in case of ICICI Bank, the 
ranking of' Post Graduate is 2, Other is I and Graduate employees is 3. But the 
ranking shows that other employees in ICICI Bank are more satisfied as compared to 
graduate and other employees of their Co-worker Relation practices and policies in 
their bank. 
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Table (7.83): Showing Comparison across Qualification (Co-worker 
Relation) 
Factor 	Respondents, 	Canara Bank 	ICtCI Bank 
Oualification Number Mean Number Mean 
Co-worker 	Graduate 1 	30 25.5952 j 58 21.4877 
Relation 	Post Graduate 135 25.4603 66 22.5584 
Others 60 28.3929 76 J 22.6654 
"Total 225 26.2603 200 22?886 
Source: Compiled and calculated by researcher through questionnaire 
Table (7.84): Showing Interpretation of Co-worker Relation across 
Qualification: Ranking Method 
Ranking  
Factor 	Respondents' 	Carrara Bank 	ICICI Bank 
Oualification 
Co- 	Graduate 	 =' 	 3 
worker 	Post Graduate 	 '  	 2  
Relation 	Others 	 1 	 1 
Source: Compiled and calculated by researcher through questionnaire 
5. \forking Conditions across Qualification 
Table (7.85) explains the simple mean for the entire respondent of Canara and 
ICICI Bank for each of the selected categories, it seems that the *WVorking Conditions' 
of Graduate, Post Graduate and other employees in Canara Bank are 18.0833. 19.5370 
and 20.0972 respectively in defined categories, which shows the employees of Canara 
bank are mare satisfied as compared to ICICI Bank. While the mean values for the 
ICICI Bank are 15.9138, 17.0985 and 17.2390 respectively. However, the mean 
values of Canara Bank followed by ranking method for the factor 'Working 
Conditions ' across Qualification of the respondents are Graduate 3, Post Graduate 2 
and other employees 1. shows that the other employees in Canara Bank are more 
satisfied with their \Vorking Conditions and policies related to Working Conditions. 
On the other hand, in case of ICICI Bank. the ranking for Post Graduate is 2. and 
Other is I and Graduate employees is 3. But the ranking shows that other employees 
in ICICI Bank are more satisfied as compared to graduate and other employees in 
terms of \\'orking Conditions practices in their hank. 
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Table (7.85): Showing Comparison across Qualification (Working 
Conditions) 
Factor 	Respondents' 
Qualification 
Canara Bank J 	ICICI Bank 
Number 	Mean Number Mean 
Working Graduate 30 18.0833 58 15.9138 
Conditions 	Post Graduate 135 19.5370 66 17.0985 
Others 60 20.0972 76 17.2390 
Total 225 19.4926 200 16.8083 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.86): Showing Interpretation of Working Conditions across 
Qualification: Ranking Method 
Ranking  
Factor 	Respondents' 	Canara Bank J  ICICI Bank 
Qualification 
\Forking 	Graduate 	 3 	 3 
Conditions 	Post Graduate 	 2 	 2 
Others 	 1 1 
Source: Compiled and calculated by researcher through questionnaire. 
6. Overall Job Satisfaction across Qualification 
fable (7.87) shows the simple mean for the entire respondents of Canara and 
ICICI Hank for each of the selected categories, it seems that the Overall ,lop 
Satisfaction of graduate, Post Graduate and other employees in Canara Bank are 
more than ICICI Bank i.e. (3.3281 vs. 3.0501), (3.6632 vs. 3.2973) and (3.8281 vs. 
3.3039) respectively in all categories. However, the mean values of Canara Bank 
followed by ranking method for the factor 'Overall Job Satisfaction' across 
Qualification of the respondents are Graduate 3, Post Graduate 2 and other employees 
1. shows that the other employees in Canara Batik are more satisfied with their 
Overall Job Satisfaction towards the bank. 
On the other hand, in case of IC'ICI Bank, the ranking for Post Graduate is 2, 
Other is I and Graduate employees is 3. But the ranking shows that other employees 
in IC'ICI Batik are more satisfied as compared to graduate and other employees of 
their Overall Job Satisfaction towards their bank. 
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Table (7.87): Showing Comparison across Qualification (Overall Job 
Satisfaction) 
Factor 	Respondents' 	Canary Bank 	ICI(l Bank• 
Qualification Number Mean Number Mean 
Overall Job 	Graduate 30 3.3281 58 3.0501 
Satisfaction Post Graduate 135 3.6632 66 3.2973 
Others 60 3.8281 76 3.3039 
Total 225 3.6625 200 3.2281 
Source: (i mpiled and calculated by researcher through questionnaire. 
Table (7.88): Showing Interpretation of Overall Job Satisfaction 
across Qualification: Ranking Method 
Rankin-  
Factor 	Respondents' 	Canara Baal: 	ICiC1 Bank 
Qualification 
Overall Job Graduate 	 3 	 3 
Satisfaction Post Graduate 	 2 	 2  
Others 	 1 1 
Source: ('ompiled and calculated by researcher through questionnaire. 
7. Overall Job Performance across Qualification 
Table (7.89) explains the simple mean for the entire respondent of Canara and 
ICICI Bank for each of the selected categories, it seems that the 'Overall Job 
Performance' of Graduate. Post (Iraduate and other employees in Canara Bank are 
4.50. 4.33 and 4.42 respectively in defined categories, which shows the employees of 
Canara bank are more satisfied as compared to ICICI Bank. While the mean values 
for the ICICI Bank are 3.41, 3.42 and 3.24 respectively. 
Table (7.89): Showing Comparison across Qualification (Overall Job 
Performance)  
l actor 	+ —gtcsg►ondeWts' 	Carrara Bank 	ICICI Bank 
(luali cation 	`utuber 	Mean 	Number ' Mean 
Overall Job 	Graduate 	 30 
Performance 	Post Graduate 	 135 
4.50 58 3.A1 
4.33 66 3.42 
Others 60 4.42 76 3.24 
"Total 225 4.38 200 334 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.90): Showing Interpretation of Overall Job Performance 
across Oualification: Ranking Method 
Factor Respondents' 
Qualification 
Ranking  
Canara Bank ICICI Bank 
Overall Job 	Graduate 1 1 
Performance 	Post Graduate 
Others 
2 
3  
2  
3  
Source: Compiled and calculated by researcher through questionnaire. 
However, the mean values of Carrara Bank followed by ranking method for 
the factor 'Overall Job Performance' across Qualification of the respondents are: 
Graduate is I. Post Graduate is 2 and other employees is 3, shows that the Graduate 
employees in Canara Bank are more satisfied with their Overall Job Performance. On 
the other hand, in case of ICICI Bank, the ranking !'or Post Graduate is 2, Other is 3 
and Graduate employees is 1, But the ranking shows that Graduate employees in 
ICICI Bank are more satisfied as compared to post graduate and other employees in 
terms of Overall Job Performance in their bank. 
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Section Ill: Inferential Statistics 
DATA ANALYSIS AND INTERPRETATION: 
INDEPENDENT SAMPLE T-TEST 
1. Salary, Compensation and Benefits 
Here the researcher checked the degree of job satisfaction of employees of 
Canara Bank and ICICI Rank in terms of Salary, Compensation and Benefits they 
receive for the work they do. In other words the researcher wants to compare whether 
there exits any form of association between the employees of Canara Batik and ICICI 
Bank. 
H„I (Null Hypothesis): Significant difference does not exist hetween saHsJUCrion 
level 0/ emyla}eyes of Cirnara Rank and IC'ICI Bank lou-'ards variables 'scrkrry, 
compensation and bene/iis'. 
The null hypothesis is }L,1: µ i = 22 
Table (7.91): Grou Statistics 
Salary, Com xusatimr and Benefits 
Bank N Mean Std. deviation 	Std. Error Mean 
Canara Bank 225 € 5.6259 3.35134 I .22344 
ICICI Bank 200 14.6875 4.02217 28441 
Source: Compiled and calculated by researeher through questionnaire 
The table above presents statistics on the independent variable, "Salary, 
Compensation and Benefits" and dependent variable, "Jolt Satisfaction" and the 
groups' sizes are Unequal (n, = 225 and n2 — 200). with Canara Bank scoring more 
(15.6259) than ICICI Bank (14.6875), and both Canara Bank and ICICI hank scores 
having different standard deviations (3.35154 and 4.02217. respectively); that is, a 
different spread of scores. Reporting these results, using the standard deviation, as 
follows: 
The "Salary, Compensation and Benefits" was more satisfying to the 
employees of Canara Bank (M= 15.6259, SD= 3.35154) than the employees of ICICI 
Bank (M= 14.6875, SD= 4.02217). 
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Table (7.92): Independent Sample T- test 
Salary. Compensation and Benefits 
Le'ene's Test 
for Equality 
of Variances t-test for E uatity of Means 
95% Canfdencc 
Interval of the 
Sig. (2- Mean Std. Error Difference 
F 	Sig. t Df tailed) Difference Difference Lower 	Upper 
l7qual 
variances 	12.169 .001 2.622 423 	.009. .93843 .35785 .23503 1.64182 
assumed - 
Equal 
variances 2.595 88.853 .010 	.93843 . 36168 2 2 — 733 1.64952 not 
assumed 
Source: Compiled and calculated by researcher through questionnaire. 
To check whether there are equal variances, "Sig." column located under the 
"Levine s Test for Equality of Variances" column is seen. In this case, the significance 
value is ".001" (i.e., p= .001). If the population variances of both groups are equal, 
this test returns p-value greater than 6.05 (i.e.,p > .05), indicating that the assumption 
of homogeneity of variances is ntet. However, if the test returns ap-value ("Sig." 
column) less than 0.05 (p < .05), the variances are unequal and the assumption of 
homogeneity of variances is violated. 
In this variable, the population variances of the scores for both groups arc 
unequal because  = .001 (i.e..p <.05). Therefore, the assumption of homogeneity of 
variances is violated. However, if results show that the assumption of homogeneity of 
variances has been violated, so bottom line is used for the results of the independent-
samples t-test. 
The mean difference between the satisfaction level of employees in Carrara 
Bank and ICICI Bank regarding the variable 'Salary, Compensation and Benefits" is 
0.93843 (the "Mean Difference" column), the standard error of the mean difference is 
0.36168 (the "Std. Error Difference" column), and the 95% confidence intervals are 
from 0.22733 to 1.64952 (the ^Lower" to "Upper" columns). So, results are reported 
as follows: 
Canara Batik (satisfaction level of employees) score is 0.94, 95% Cl [0.23 to 
1.65J higher than ICICI Batik (satisfaction level of employees) score. 
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I his result is intormin that the mean difference score is 0.94 at 95% 
confident and the true wean Liif erence lies somewhere between 0.23 and 1.65. 
AIso. Canara Bank (satisfaction level of employees) score is 0.94 ± 0.36 
Iniean ± standard error] higher than ICICI Bank (satisfaction level of employees) 
score. 
In case of' \ariable "Salary. Compensation and Benefits". p 	.010 (i.e., h < 
U-5). Therefore, it can he concluded that Canara Bank and ICICI Bank have 
statistically si,mitieailtiv different mean scores regarding the variable "Salary, 
C ompen ation and Benefits". 
there is a statistically si'gniticant difference between means U) < .05), and 
therefore. \ull hypothesis is rejected. 
2. Promotion 
Here the researcher checked the degree of ,job satisfaction of employees of 
Canara Bank and ICIC'l Bank in terms of Promotion. In other words the researcher 
wants to compare whether there exits any form of association between the employees 
of'C'anara Bank and ICICI Bank. 
II 2 (Null I lypothesis): Significant clif/irenc'e does not exist between satisfaction 
levels ul i'i,f/)like., of ((„tutu Bank and IC'1C.'J Bank towards variables 'Promotion '. 
[he ntill hypothesis is H,,2: J.t I= µ2 
Table (7.93): Group Statistics 
Promotion 
Bank 	 N j 	,i\Ican 	, Std. deviation 	Std. Error Mean 
Canara Bank 225 	18.5074 3.94797 ' .26320 
ICICI Bank 	 200 	14.8783 	 4.50599 	.31862 
Source: Compiled and calculated by researcher through questionnaire. 
The above table presents statistics on the dependent variable. "Job 
Satisfaction". for different categories of the independent variable. "Promotion" with 
('anara Bank scoring more (18.5074) than ICICI Bank (14.8783), and both Canara 
Bank and l('I('I hank scores having different standard deviations (3.94797 and 
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4.50599, respectively); that is, a different spread of scores. Reporting these results, 
using the standard deviation, as follows: 
The "Promotion" was more satisfying to the employees of Canara Bank (A1 
18.5074, 5D= 3.94797) than the employees of ICICI Bank (M= 14.87S3, SD= 
4.50599). 
Table (7.941; Independent Sample T- test 
Promotion 
Levene's Test 
for Equality 
of Variances t-test for E uality of Means 
95% Confidence 
Sig. Interval ofthe 
(2- Mean Sid. F.rrur Difference 
F Sig. t IJf lulled) Difference Difference Lower 	Upper 
Equal 
variur,ccs 4.5A15 	.034 8.850 	423 .000 3.62907 .41008 2.82302 	443512 
assumed 
Equal 
variances 8.781 398428 .000 3.62907 .41327 2.I661 	4.44154 not 
assumed 
Source: Compiled and calculated by researcher through questionnaire. 
In this variable, the population variances of the scores for both groups are 
unequal because p = .034 (i.e., p <.05). however, the assumption of homogeneity of 
variances has been violated, so bottom line is consulted. 
7lic mean difference between the satisfaction level of employees in Canara 
Sank and ICIC! Rank regarding the variable "Promotion" is 3.62907 (the "Mean 
Difference" column), the standard error of the mean difference is 0.41327 (the "Std. 
Error Difference" colmnn), and the 93"/o confidence intervals are from 2.81661 to 
4.44154 (the "Lower" to "Upper" colmnns).This result is informing that the mean 
difference score is 3.63. at 95% confident that the true mean difference lies 
somewhere between 2.82 and 4.44. 
Also, Canara Bank (satisfaction level of employees) score is 3.63 = 0.4I 
[mean f standard error] higher than ICICI Bank (satisfaction level of employees) 
score 
In case of variable "Promotion", p = .000 (i,c,,p < .05). Therefore, it can be 
concluded that Canara Bank and ICICI Bank have statistically significantly different 
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mean scores regarding the variable l'romotion". There is a statistically significant 
difference between means (1) < .05). and therefore. Null hypothesis is rejected. 
3. Career Development and 'Training 
Ilcre the researcher checked the degree of job satisfaction of employees of 
Canara Bank and IC'ICI Bank in terms of Career Development and Training. 
11„3 (Null Hypothesis): .','i,'nrifictnrt clifjirence does not exist bet reel? .rcrtisjaction 
levels of c'inplolees of Canara Bunk and ICICI Bank towards varialles '('crreer 
Di'velopmellt and training '. 
The null hypothesis is FL3: t 1 = µ~ 
Table (7.951: Group Statistics 
Career 1)e~elopment and Traininh 
Bank 	_ 	N 	l\-lean 	Std. deviation 	Std. Error Mean 
Canara Bank 225 	22.8794 3.42891 .22859 
ICICI Bank 	 200 	21.0279 	 4.45798 	 .31523 
Source: Compiled and calculated by researcher through questionnaire 
Canara Bank scoring, more (22.8794) than ICICI Bank (21.0279). and both 
Canara Bank and ICICI bank scores having different standard deviations (3.42891 and 
4.45798, respectively). 
The "Career Development and Training” was more satisfying to the 
employees of Canara Bank (AI= 22.8794, SD= 3.42891) than the employees of IC 1C1 
Bank - (.11= 21.0379. SD= 4.45798). 
Table (7.96): Independent Sample T- test 
Career Development and Training 
Levene's Test 
for Equalit\ 
of Variances 	 t-test for Equality  of Means 
95% Confidence 
Sig. Interval of the 
(2- Mean Std. Error Difference 
F Sig.. 	t Dl' tailed) Difference Difference Lower I 	Upper 
Equal  
variances 	19.319 .000 	4.827 423 .000 1.85151 .38354 1.09762 2.60539 
assumed 
Equal  
variances 4.755 371.950 .000 1.85151 .38939 1.08583 2.61719 not  
assumed 
Source Compiled and calculated by researcher through questionnaire. 
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In this variable, the population variances of the scores for both groups are 
unequal because p = .000 (i.e., p < .05). However, the assumption of homogeneity of 
variances has been violated, so bottom line is consulted. 
The mean difference between the satisfaction level of employees in Canara 
Bank and ICICI Bank regarding the variable "Career Development and Training" is 
1.85151 (the "Mean Difference" column), the standard error of the mean difference is 
0.38939 (the "Std. Error Difference" column), and the 95% confidence intervals are 
from 1.085S3 to 2.61719 (the "Lower" to "UJpper" columns). 
Canara Bank (.satisfaction level of employees) score is 1.85, 95% CI [1.08 to 
2.62] higher than ICICI Bank (satisfaction level of employees) score. 
This result is informing that the mean difference score is 1.85, at 95% 
confident and the true mean difference lies somewhere between 1.08 and 2.62. 
Also, Canara Bank (satisfaction level of employees) score is 3.63 f 0.39 
[mean t  standard error] higher than ICICI Bank (satisfaction level of ernployees; 
score. 
In case of variable "Career Development and Training", p — .000 (i.e., p 
.05). Therefore, it can he concluded that Canara Bank and [CICI Bank hay 
statistically significantly different mean scores regarding the variable "Caree 
Development and Training". There is a statistically significant difference betwee 
means (p <.05), and therefore, Null hypothesis is rejected. 
4. Co-workers Relations 
Here the researcher checked the degree of job satisfaction of employees 
Canara Bank and IC:ICI Bank in terms of Co-workers Relations. 
Ho4 (Null Hypothesis): Significant difference does not exist between salisfaclic 
levels of employees of Canara Bank and ICJCI Bank towards var iables `Co-worki 
Relations'. 
The null hypothesis is 1I,4: p I = µ2 
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Table (7.97): Group Statistics 
('o-%s orker Relations 
Rank 	 N i 	Mean 	Std, deviation 	Std. Error Mean 
Carrara Bank 2-) 	26.2603 	3.52938 .23529 
IC[C'! Bank 	 ! 200 	22.2886 	4.60776 1 	 12582 
Source: Compiled and calculated by researcher through questionnaire. 
Ili; above table presents statistics on the dependent variable. " Job 
Satisfaction". tier the different categories of the independent variable. " ('o-worker 
Relations" \\ ith Canara Bank scoring more (26.2603) than ICICI Bank (2? 2886), and 
both Canara Rank and ICICI hank scores having different standard deviations 
(3.529 38and 4.60776. respectively). 
I'he "Co-worker Relations" was more satisfying to the employees of Canara 
Bank (.1f= 26.2603. .S'D: 3.52938) than the employees of ICICI Bank (:1J= 22?886. 
•';I)= 4.6i)776). 
Table (7.98): Independent Sample T- test 
('o-%%orker Relations 
I.r\ rue's Tc>t 
for I;tlualit) 01 
Variances 	 t-test for Equal itv  of ,Means 
95"'% Confidence 
Sic. lntcr al o1 the 
(3- Mean Sid. Error l)iffi•rencr 
Lower Upper F 	Si". 	t 	I 	DI' tailed) Difference Difference 
Equal 
variances 15.741 .000 10.036 423 .000 3.97175 .39577 3.19383 4.74966 
assumed 
Equal 
variances 9.883 371.035 .000 3.97175 .40190 3.18147 4.76202 not 
Source: Compiled and calculated by researcher through questionnaire. 
In this variable, the population variances of the scores for both groups are 
unequal because p = .000 (i.e.. 1) < .05). However, the assumption of homogeneity of 
variances has been violated, so bottom line is taken. 
The mean difference between the satisfaction level of employees in Carrara 
Batik and EC[(' l Batik regarding this variable is 3.97175 (the "Mean Difference" 
column). the standard error of the mean difference is 0.40190 (the "Std. Error 
Difference" column). and the 95 confidence intervals are from 3.18147 to 4.7620- 
(the "Lower' to "Upper" columns). So. results are reported as follows: 
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Canara Bank (satisfaction level of employees) score was 3.97, 95% Cl [3.18 to 
4.76] higher than ICMCI Bank (satisfaction level of employees) score. 
This result is informing that the mean difference score was 397, at 95% 
confident and the true mean difference lies somewhere between 3.19 and 4.76. 
Also, Canara Bank (satisfaction level of employees) score was 3.97 1 0.40 
[meant standard error] higher than ICICI Bank (satisfaction level of employees) 
score. 
In case of variable "Co-worker Relations",p = .000 (i.e.,p < ,05). Therefore, 
it can be concluded that Canara Bank and ICICI Bank have statistically significantly 
different mean scores regarding the variable "Co-worker Relations". 
There is a statistically significant difference between means (p < .05), and 
therefore, Null hypothesis is rejected. 
5. Working Conditions 
Here the researcher checked the degree of job satisfaction of employees of 
Canara Bank and ICICI Rank in terms of Working Conditions. 
H„5 (-Null Hypothesis): Significant difference does not exist between satisfaction 
levels of employees of Canara Bank and IC [CI Bank towards variables 'Working 
Conditions'. 
The null hypothesis is: Hoy: µt = P2 
Table 17.991: Gruuo Statistics 
Source: Compiled and calculated by researcher through questionnaire. 
The table above reveals that Canary Bank scoring more (19.4926) than ICICI 
Bank (16.8083), and both Canara Bank and ICICI bank scores having similar standard 
deviations (3.53096 and 3.71390, respectively), 
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The ' \\'orking Conditions" were more satisfying to the employees of Canara 
Bank (.II= 19.4926. .'I)= 3.53096) than the employees of ICICI Bank (Al= 16.8083. 
SD= 3.71 390). 
Table (7.100): 1ndependent Sample T- test 
Working Conditions 
Levene's 
Test for 
Equalit} of 
Variances 	 t-test for Equality of Means 
95'o Confidence 
Interval of the 
	
Si`. (2- 	Mean 	Std. Error 	Difference 
F 	Sii . 	t 	Di 	tailed) 	Difference I Difference I 1.o«er 	Upper 
Equal  
variances 	.893 	.345 7.634 	423 	.000 	2.68426 	.35162 	1.99311 i 3.37541 
assumed _ 
Equal 
variances 	 7.611 	4.113E2 	.000 	2.68426 	.35267 1 1.99100 	3.37752 not 
assumed i 	I 
Source: Compiled and calculated by researcher through questionnaire 
In this variable, the population variances of the scores for both groups are 
unequal because p = .345 (i.e., 1) >.05).  However. if results show that the assumption 
of homogeneity of variances has been met, so above line is to be used. 
The mean difference between the satisfaction level of employees in Canara 
Bank and ICl('l Bank regarding the variable "WVorking Conditions" is 2.68426 (the 
"Mean Difference" column). the standard error of the mean difference is 0.35162 (the 
"Sid. Error Difference" column). and the 95% confidence intervals are from 1.99311 
to 3.375-1.1 (the "Lower" to "Upper" columns). So, results are reported as follows: 
Canara Bank (satisfaction level of employees) score is 2.68. 95% Cl [2 to 
3.37] higher than ICICI Bank (satisfaction level of employees) score. 
This result is inlorming that the mean difference score is 2.68, at 95% 
confident and the true mean difference lies somewhere between 2 and 3.37. 
Also. Canara Batik (satisfaction level of employees) score was 2.68 ± 0.35 
[Illean - Standard error] higher than ICICI Bank (satisfaction level of employees) 
score. 
Page 1 223 
In case of variable "Working Conditions", p— .000 (i.e., p < .05). Therefore, it 
can be concluded that Canara Bank and ICICI Bank have statistically significantly 
different mean scores regarding this variable. 
There is a statistically significant difference between means (p < .05), and 
therefore, Null Hypothesis is rejected. 
6. Overall Job Satisfaction 
Here the researcher checked the degree of job satisfaction of employees of 
Canara Bank and ICICI Bank in terms of Overall Job Satisfaction, 
H06 (Null Hypothesis): Significant di/ference does not exist between the employees 
of Canary Bank and IC/C1 Bank towards varitrble ` Overall Job Satisfaction". 
The null hypothesis is: H„6: pi = P2 
Total Job Satisfaction 
Table (7.101): Group Statistics 
Bank N Mean 	Std. deviation Std. Error Mean 
Canara Bank 225 3.6625 .47876 03192 
ICICI Bauk 200 3.22g1 	.61314 .04336 
Source: Compiled and calculated by researcher through questionnaire. 
Each row in the table above presents statistics with Canara Bank scoring more 
(3.6625) than ICICI Batik (3.2281). and both Canara Bank and ICICI bank scores 
having dill rent standard deviations (0.47876 and 0.61314, respectively). 
The "Overall Job Satisfaction" was more satisfying to the employees of 
Canary Bank (M= 3.66, SD= 0.478) than the employees of ICICI Bank (M 3.22, SD~ 
0.613). 
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Table (7.102): 	endent Samnle T- test 
Total Job Satisfaction 
Lerenes lest 
for Lquality 
t-test for Equality of Means 
95% rantideric 
Sig. 	 hrtcrvvl oithe 
(2- 	Mean 	Std. En'or 	Diflcrence 
F Sig. t Di 	tailed) Difference Difference Lower Upper 
Elml 
variances 19,335 .000 8.185 423 .000 .43438 .05307 .33006 .53869 
assumed 
Equal 
 
variances 
not 8.068 375.236 .GOD .43433 .05384 ,32851 .54024 
assumed I 
Source: Compiled and calculated by researcher through questionnaire 
In this variable, the population variances of the scores for both groups are 
unequal because p = .000 (i.e., p < .05). Therefore, the assumption of homogeneity of 
variances is violated, so bottom line is consulted. '[he mean difference between the 
satisfaction level of employees in Canara Bank and ICJCI Bank regarding the variable 
°Overall Job Satisfaction" is 0.43438 (the "Mean Difference" column), the standard 
error of the mean difference is 0.05384 (the "Sid. Error Difference' column), and the 
95% confidence intervals are from 0.32851 to 0.54024 (the "Lower" to "Upper" 
columns). So, results are reported as follows: 
Canara Bank (satisfaction level of employees) score is 0,44, 95% CI [0.33 to 
0.541 higher than [CICI Bank (satisfaction level of employees) score. 
Also. Carrara Bank (satisfaction level of employees) score was 0.44 ± 0.053 
[mean = standard error] higher than ICICI Bank (satisfaction level of employees) 
score. 
In case of variable "Overall Job Satisfaction",p= .000 (i.c.,p' .05). 
Therefore, it can be concluded that Canara Bank and ICICI Bank have statistically 
significantly different mean scores regarding the variable "Overn1l,lob Satisfaction". 
there is a statistically significant difference between means (p < .05), and 
therefore. Null Hypothesis is rejected. 
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7. Overall Job Performance 
Here the researcher checked the degree of job satisfaction of employees of 
C'anara Bank and ICIC'I Bank in terms of Overall ,Job Performance. 
II(,7 (Null Hypothesis): Significant elifjerence does not exist hetiveerl the employees 
0/ Carrara Bunk an(I IC. 'IC'I Bank towards variable "Overall Job Perfortuanee". 
Tile null hypothesis is: I L7: µ t = µ, 
Table (7.103): Group Statistics 
Overall Job Performance 
Bank 	N 	Mean 	Std. deviation 	Std. Error Mean 
Canara Bank 225 4.38 .678 .045 
ICICI Bank 	 200 	3.34 	 1.087 	 .077 
Source: Compiled and calculated by researcher through questionnaire. 
Canara Bank scoring more (4.38) than ICICI Bank (3.34), and both Canara 
Bank and ICICI bank scores having different standard deviations (0.678 and 1.087, 
respectively). 
The "Overall Job Performance" was more satisfying to the employees of 
Canara Bank (_t1= 4.38. SD: 0.678) than the employees of ICICI Bank (M= 3.34, SD= 
1.087). 
Table (7.104): Independent Samt~le T- test 
Total Job Performance 
Levene's Test 
for Equality 
of Variances 	 t-test for E ualit 	of Means 
95% Confidence 
i 	Sig. Interval of the 
(2- Mean Std. Error Difference 
Lower Upper F t Df tailed) Difference Difference 
Equal 
variances 43.819 .000 	11.887 423 .000 1.033 .087 .862 1.204 
assumed 
Equal 
Variances , 
not 11.582 325.708 .000 1.033 .089 .857 1.208 
assumed 
Source: Compiled and calculated by researcher through questionnaire. 
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In this variable, the population variances of the scores for both groups are 
unequal because p = .000 (i.e., p < .05). Therefore, the assumption of homogeneity of 
ariances is \ iolatcd. so bottom line is considered. 
4Ihe mean ditterence between the satisfaction level of employees in Canary 
Bank and ICICI Bank regarding the variable "Overall Job Performance'' is 1.033 
(the "v1ean I)itlerence" column), the standard error of the mean difference is 0.089 
(the "Std. Error Difference" column). and the 95% confidence intervals are from 
0.857 to 1.208 (the 'Lower" to "Upper" columns). So, results are reported as follows: 
Canara Bank (satisfaction level of employees) score is 1.03, 95% C'1 0.85 to 
1 20] hi;li<r than I(IUI Hank (satisfaction level ol'etnployees) score. 
I iii 	result i i»fOnnin 	that the mean diflerence score is 1.03, at 95% 
confident and the true mean difference lies somewhere between 0.85 and 1.20. 
:\lso. Canara Bank (satistaction level of employees) score was 1.0; ± 0.089 
[mean = standard error] higher than ICICI Bank (satisfaction level of employees) 
score. 
In case of variable "Overall Job Performance". p = .000 (i.e., p < .05). 
Therefore. it can be concluded that Canara Bank and ICICI Bank have statistically 
signilicantly different mean scores regarding the variable -Overall Job 
Performance". 
(here is a statistically significant difference between means (1) < .05). and 
therefore. Null I-Iypothesis is rejected. 
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SUMMARY OF HYPOTHESES TESTING 
Table presents the hypotheses that were generated for the study and the result 
obtained after analysis. 
Table (7.105): Summary of Results of Hypotheses Testing (A) 
No. Hypotheses (A) 	 Results 
H I Significant dJjerence does not exist between satisfaction 	Rejected level of employees of Canara Bank and ICICI Bank 
towards variables Salary, compensation  ni o  	and benefits  
H 
e` 
Signitscant dcfference does not exist between satisfaction Rejected J levels of employees of Canara Bank and ICICI Bank 
towards variables Promotion'. 
II 3 Significant diifference dues not exist between satisfaction 	Rejected a levels of employees of Canara Bank and ICICI Bank 
towards variables Career Development and Training 
Ho4 Significant difference does not exist between satisfaction IZejecled levels of employees of Canary Bank and ICICI Bank 
towards variables 'Co-worker Relations'. 
Hoy 
Significant difference does not exist between satisfaction Rejected levels of employees of Canara Bank and ICICI Bank 
towards variables 'Working Conditiun.v'. 
1-16 Significant it ffcrence does not exist between the employees Rejected 'Overall of Canara Bank and ICICI Bank towards variable 
Jab Satisfaction'.  
1~7 
Significant dijJerence does not exist between the employees 
'Overall 	Rejected of Canara Bunk and ICYCI Bank towards variable 
Job Performance'. 
As shown in the analysis of factors, "Salary, Compensation and Benefits; 
Promotion; Training and Career Development; Co-worker Relations, Working 
Conditions and Overall Job Satisfaction" has positive attitude in the respondents 
towards Carrara Bank. 'l he mean values in Canara Bank were greater than [C[C1 
Bank. The results of independent sample test are used to access the difference with 
perception of employees towards the dimension of "Job Satisfaction" in Canary Bank 
and ICICI Bank. Hence, the hypothesis that there is no signilicant difference in the 
perception of employees on the "Job Satisfaction" regarding variables; Salary, 
Compensation and Benefits; Promotion; Training and Career Development; Co-
worker Relations and Working Conditions and for Overall job satisfaction and 
Overall Job Performance stands rejected. 
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Sc'c•tiuir I V.• Associative Statistics 
MULTIPLE REGRESSION 
\ lultiple Regression analysis has been conducted With the help o1' SPSS 16.0. 
5 factors and sub-\ ariables as independent variables and Overall Job Satisfaction as 
dependent \ ariable and U\ craft Job Performance are taken for analysis. The inclusion 
of the five factors correlates %\cll with job satisfaction. Considering the titctors 
individually. Salary. Compensation and Benefits; Promotion; Training and Career 
Development: Co-worker Relations and Working Conditions are found highly 
significant towards the overall job satisfaction of hank employees. It qualifies that the 
variables related to these factors are important for the job satisfaction of bank 
employees in Canara Bank and 1CIC'I Bank. The contribution of the variables relating 
to the factors. Salary. Compensation and Benefits; Promotion; Training and Career 
Development: ('o-worker Relations and Working Conditions towards joh satisfaction 
are found not remarkable. 
Carrara Bank 
H )1 (N nil Hypothesis): There i.s no .Si nijicmlt re'lufio,rsbiI Icdrtgc/? Salai . 
('onil7'maliuil and lNliCBrs; Promotion,' Career Development and haining, 
Interpersonal Relations and IVorking Conditions (lnelepmc/enl variables) aml Job 
Sal is tact ion (l)eperc(ent variable) of(  'anara Bank. 
\n initial look identifies the key points of the analysis in Table (7.106). Five 
models were tested. In first model, only one variable met the entire requirement which 
is included in the final equation (Career Development and Training). But remaining 
four variables (Salary. Compensation and Benefits; Promotion; Interpersonal 
Relations and `Vorkiim Conditions) did not meet the entire requirement. 
In Table (7.107 ). the multiple R shows a high correlation between the one 
predictor variable and the dependent variable (Total Job Satisfaction). The R square 
value indicated that about 68.4 per cent of the variances in 'Total Job Satisfaction is 
explained by the predictor variable 3 (Career Development and 'braining). '[he (i value 
indicates that the relative influence of' the entered variable, that is. Career 
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Development and 'training, has the influence on Total Job Satisfaction. Also (i = 
0.827, so, the direction of influence is positive. 
In the second model, only 2 variables, Average 3 and Average 2 (Promotion 
and Career Development and Training respectively) met the entire requirement in the 
final equation and remaining three variables, Average 1, Average 4 and Average 
5,(Salary, Compensation and Benefits; Interpersonal Relations and Working 
Conditions respectively) did not meet the entire requirement. The multiple R shows a 
very high degree of positive correlation between the predictors, Average 3 and 
Average 2 (Career Development and Training and Promotion respectively) and the 
dependent variable Total Job Satisfaction. The R square value (0,852) indicates that 
85.2 per cent of the variances in Total Job Satisfaction is explained by the predictor 
variables Average 3 and Average 2 (Promotion and Career Development and Training 
respectively). The (3 value indicates the relative influence of the entered variables, that 
is, Average 3 (Career Development and Training) has the greater influence on the 
Total Job Satisfaction (i = .605) and Average 2 (Promotion) with p = 0.467. The 
direction of influence is positive in both Models. 
Table (7.108) shows the value of F-test, for every step of the procedure. Both 
models have significant results, P = 0.00 for Average 3 (Career Development and 
Training) and P = 0.00 for both Average 3 and Average 2 (Career Development and 
Training and Promotion respectively). 
Model I —  
Total Job Satisfaction (Y) — 1.020 + 0.115 (Career Development and Training) 
Model II — 
Total Job Satisfaction (Y) = 0.684 + 0.084 (Career Development and Training) + 
0.057 (Promotion) 
Hence, there is significant relationship between Salary. Compensation and 
Benefits; Promotion; Career Development and Training; Interpersonal Relations and 
Working Conditions (Independent variables) and Job Satisfaction (Dependent 
variable) of Canara Bank. 
Therefore, Null Hypothesis is rejected, 
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Table (7.106): Coefficientsa (Cana ra Bank) 
Unstandardized StandardiLed 
Coefficients Coefficients 
B Std. Error Beta Beta Model t Sig. 
I 	(Constant) 1.020 .122 8,393 .000 
Average3 .115 .005 .827 21.974 .000 
2 	(Constant) .684 .086 7.954 .000 
Average 3 .084 .004 .605 20.606 .000 
Ace aee 2 .057 .004 .467 15.901 000 
3 	(Constant) .429 .056 7.664 .000 
Average 3 .053 .003 .379 17.072 .000 
Average 2 .055 .002 .457 24.697 .000 
Average 5 .051 .003 .377 18.370 .000 
4 	(Constant) .121 .053 2.259 .025 
Average 3 .048 .003 .346 18.986 .000 
Average 2 .050 .002 .412 26.550 .000 
Average 5 .047 .002 .347 20.607 .000 
Average 4 .023 .002 .168 10.886 .000 
5 	(Constant) .047 .028 1.709 .089 
Averngc3 .037 .001 .268 26.950 .000 
Average 2 .027 .001 226 20.511 .000 
Average 5 .039 .001 .287 31.745 .000 
Average 4 .032 .001 .237 28.011 .00D 
Average I .041 .002 290 24.516 .00(1 
a. Dependent Variable: Total Job Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.107): Model Summary (Canara Bank) 
Model R R Square Ad'lusted It Square 
Std. Error of the 
Estimate 
1 .827° .684 .683 .26970 
2 .923°  .852 .851 .18482 
3 .970` .942 .941 .11653 
4 9811  .962 .961 .09416 
5 .9951  .990 .990 .04877 
a. Predictors: (Constant), Average 3 
b. Predictors: (Constant), Average 3, Average 2 
c. Predictors: (Constant), Average 3, Average 2, Average 5 
d. Predictors: (Constant), Average 3, Average 2, Average 5, Average 4 
e. Predictors: (Constant). Average 3, Average 2, Average 5, Average 4, Average 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.1081: ANOVAt(Canara Banki 
Sum of Mean 
Model Squares df Square F Sig. 
1 	Regression 35.123 1 35.123 482.876 .000" 
Residual 16.220 223 .073 
Total 51.344 224 
2 	Regression 43.760 2 21.880 640.538 .000' 
Residual 7.583 222 .034 
Total 51344 224 
3 	Regression 48.343 3 16.114 1186.678  
Residual 3.001 221 .014 
Total 51.344 224 
4 	Regression 49.393 4 12.348 1392.884 .000 
Residual 1.950 220 .009 
Total 51.344 224 
5 	Regression 50.823 5 10.165 4273.622 00` 
Residual .521 219 .002 
Total 51.344 224 
a. Predictors: (Constant), Average 3 
b. Predictors: (Constant), Average 3, .Average 2 
c. Predictors: (Constant), Average 3, Average 2, Average 5 
d. Predictors: (Constant), Average 3, Average 2, Average 5, Average 4 
e. Predictors: (Constant), Average 3, Average 2. Average 5, Average 4, Average I 
f. Dependent Variable: 'Dotal Job Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
ICICIBank 
H„2 (Null Hypothesis): There is no .significant relationship between Salary, 
Compensation and Benefits; Promotion; Career Development and Training; 
Interpersonal Relations and Working Conditions (Independent variahks) and Job 
Satisfaction (Dependent variable) of ICfCI Bank. 
Table (7.109). indicates the analysis with points of interpretation, five models 
were tested but only I and 2 have been discussed. In model first, only one variable 
(Career Development and Training) met the entire requirement included in the first 
equation. 
Model I - 
Total Job Satisfaction (Y) = 0.617 + 0.155 (Working Conditions) 
And in the second model. only two variables met the requirement included in 
the final equation. 
Page 1 232 
Model II - I otal Job Satisfaction (Y) = 0.177 + 0.092 (Working Conditions) + 0.072 
( Career Development and •l raining) 
l otir variables in Model 1_ and three variables in Model II did not meet the 
requirement: Average 1. Average 2. Average 3 and Average 4 (.Sulzer►', ('ontpensution 
and Benccfils: Promotion: C'nrc'c'n I)ci•elol»)teiu nn(l Training (In(l Jytfd/pc'rsonu! 
Relations) and Average 1. Average 2 and Average 4 (.S'ulcn_t, ('onzpensution and 
Benefits. Promotion and Interpersonal Relations) respectively. 
In Model 1. the multiple shows the high degree of positive correlation beteen 
the predictor variable Average 5 (Working, Conditions) and the dependent variable 
Total Job Satisfaction (0.890). The multiple R of' Model 1I. indicate 0.955.' hich is 
erg lituli de~,ree of positive correlation between the independent variables Average 5 
and Average 3 (W'orking Conditions and Career Development and Training) and the 
dependent variable Total Job Satisfaction. 
'fable (7.109): Coefficients" (ICICI Bank) 
( ntandardircci Standardized 
C'oe the icuts Cue file ients 
B Std. Error Beta Beta Model t Sig. 
I 	(Constant) .617 .096 6.404 .000 
Average S .15 5 .006 .890 27.402 .000 
(Constant) .1 77 .068 2.590 .010 
.Average 5 .002 .005 .527 17.249 .000 
Average 3 .072 .004 .502 16.449 .000 
(Constant) -.169 .058 -2.911 .004 
\verage 5 .079 .004 .456 19.308 .000 
Average 3 .070 003 488 21.286 O(tO 
Average 1 .040 .003 .214 12.442 .( )U() 
4 	(Constant } -.20( .050 -5.968 .000 
Average 5 .062 .004 .356 1 6.2 38 .000 
Average 3 .u57 .003 .397 18.848 .000 
rage 1 .043 .003 .227 16.039 .000 
.Average 4 .029 .003 .214 9.741 .000 
(Constant) 7 .043 -7.335 .000 
Average 5 .050 .004 .290 13.959 .000 
Average 3 .054 .003 .379 20.560 .000 
Average 1 .032 .003 .167 1 1.51 3 .000 
.\ver►ge 4 .034 .003 .245 12.562 .000 
Average 2 .023 .003 .135 7.988 .000 
a. Dependent Variable: 'l'otal Jot) Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
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The (3 values for Model I and II are 0.890 for Average 5 alone and 0.527 and 
0.502 for Average 5 and Average 3 (Working Conditions and Career Development 
and Training), indicates the relative influence of entered variables. The direction of 
influence fur both N'lodcls is positive. 
Table (7.110): Model Summary (1CICI Bank) 
'Model I: R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 .890'' .791 .790 .34835 
2 .955' .912 .911 .22669 
.975` .951 .950 .16988 
4 983` .967 .966 .13968 
5 .987' .975 .974 .12148 
a. Predictors: (Constant). Average 5 
h. Predictors: (Constant). Average 5, Avertre 3 
c. Predictors: (Constant), Average 5, Average 3, Average I 
d. Predictors: (Constant), Average 5. Average 3, Average 1, Average 4 
e. Predictors: (Constant). Average 5, Average 3, Average 1, Average 4. Average 2 
Source: Compiled and calculated by researcher through questionnaire. 
Table (7.111): ANOVAf (ICICI Bank) 
Sum Of 
Model Squares di Mean Square I,  Sig. 
1 	Regression 91.116 1 91.116 750.86O .000" 
Residual 24.027 198 .121 
Total 115.144 199 
2 	Regression 105.020 2 52.510 1021.823  
Residual 10.124 197 .051 
Total 115.144 199 
i 	Regression 109.488 3 36.496 1264.688 .000` 
Residual 5.656 196 .029 
Total 115.144 199 
4 	Regression 111.339 4 27.835 1426.569 .0001  
Residual 3.805 195 .020 
Total 115.144 199 
5 	Regression 112.281 5 22.456 1521.6 34 .000` 
Residual 2.863 194 .015 
Total 115.144 199 
a. Predictors: (Constant), Average 5 
b. Predictors: (Constant), Average 5, Average 3 
c. Predictors: (Constant). Average 5. Average 3, Average 1 
d. Predictors: (Constant), Average 5. Average 3, Average 1, Average 4 
e. Predictors: (Constant), Average 5, Average 3, Average 1, Average 4, Average 2 
f. Dependent Variable: Total Job Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
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('able (7.1 l I) indicates the I -test values and significance values. The P value 
for Model I is 0.00 liar Average 5 alone and For Model II is 0.00 for both Average 
and Average 3 (\Vorking Conditions and Career Development and Training), which 
are slniticant statistically. 
I ence, there is siglVticalit relationship between Salary, Compensation and 
Benefits: Promotion: Career Development and Training: Interpersonal Relations and 
Working ('onditions (Independent variables) and Job Satisfaction (Dependent 
variable) of IC'ICI Bank. Therefore. Null H pothesis is rejected. 
Researcher hope that by using the data both to shed light on a number of 
descriptive questions concerning job satisfaction and to estimate a level of job 
satisfaction reveals the importance ot'various dimensions in banking sector. 
St-11MARY OF HYPOTHESES TESTING 
['able presents the hypotheses that were generated for the study and the result 
obtained after analysis. 
Table (7.112): Summary of Results of Hypotheses Testing (B) 
No. Hypotheses (13) 	 `--- Results 
1. ll„1 ('dull Hypothesis): there is 110 signi/iccrnt relcrtionshih 
1C/it 'een ."nlcr, ', ('om1c'l scuion and Benefits,- Promotion; ('crreer Rgected 
J)e'i'lnnize,u aiul fi'ainin'. 1HIcrper.rnnal Relations cafe! 1i'oorking 
Conditions (lrukC/xerlclef7( v(IricrIJles) enc! Joh SuIisJrae•tienf 
(Depertclent variable) of C'anarct Bank. 	 - __  
2. 	H 02 (Null Hypothesis): There is no significant relationship 
hci teen SulaiT, C'omnpenswioI and Benefits; Promotion; Career Rejected 
Development amid Lraining: iiik'personal Relations and II'orking 
Corulitions (Ilrclepenclent 	'ariables) caul Job Sutisf rctiun 
(Dependent variable) of I('1('I Bank. 
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SIMPLE LINEAR REGRESSION 
Banking Sector occupies a key place in the Indian economy in terms of 
employment and management. Over the years, banking sector have grown both in 
number and size and spread to most of the vital sectors of the economy. But 
unfortunately, due to many reasons most of the time many banking sector are not able 
to fulfil the promises for which this sector have been established. 
Canara Bank 
Hot (Null Hypothesis): There is no signifreanr relationship between Overall Job 
Satisfaction (Independent variable) and Overall Job Performance (Dependent 
Variable) of Ctmaru Bank. 
Tables exhibit the relationship between Overall Job satisfaction (ludependent 
variable) and Overall Job Petfor1nanee (Dependent Variable) of Canara Bank. 
In case of Canara Rank, the relationship between Overall Job Satisfaction 
(Independent variable) and Overall Job Performance (Dependent Variable) of Canary 
Bank dcfned the correlation coefficient (r) is 0.263 which is a moderate degree of 
positive correlation. The coefficient of determination (r 2) is 0.069 indicating that only 
7 per cent of variance is explained by this relationship. The regression equation Y on 
X shows that ever' unit change in X that is Job satisfaction (Independent variable) of 
Canara Bank there is 0.301 units charge in Y that is Overall Job Performance 
(Dependent Variable) of Canara Bank. The Intercept value is 3.080 indicating the role 
of other factors. The t- value is 4.064 for 225 respondents, and also indicates the p-
value is 0.000 which is less than 0.05, which leads to significant statistically, hence 
there is significant relationship between Overall Job Satisfaction (Independent 
variable) and Overall Job Performance (Dependent Variable) of Canara Bank. [fence, 
the Null Hypothesis is rejected. 
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113): Model Summary Canara Bad 
Sld. Error of 
R Sc uare 	Adjusted Rçjuare 4  the Estimate 
.069 .065 I 	.655 
a. Predictors: (Constant), Overall Job Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
Table (6.114): Coefficients" (Carrara Bunt 
I Unstandardized Standardized 
Model 	 Coefficients 	Co efticients 
B 	Std. Error 	Beta 	t 	Sim 
1 
3.080 	.322 	 9.S50 	OUO 
Total 	Job 	,301 	.074 	.263 	4.064 	000 
Satisfaction 	 __,____. L. ....J_._J 
a. Dependent Variable: Overall Job Performance 
Source: Compiled and calculated by researcher through questionnaire. 
ICICI Bank 
H„2 (Null Hypothesis): There is no significant relationship between Overall Job 
Satisfaction (Independent variable) and Overall Jab Performance (Dependent 
Varictb(e) of I(YCl Bunk. 
Tables exhibit the relationship between Total Job satisfaction (Independent 
variable) and Overall Job Performance (Dependent Variable) of ICICI Bank. 
In case of ICICI Bank, the relationship between Overall Job Satisfaction 
(Independent variable) and Overall Job Performance (Dependent Variable) of lCIC7 
Basil: defined the correlation coefficient (r) is 0.405 which is a moderate degree of 
positive correlation. The coefficient of detetmination (r2) is 0.164 indicating that only 
16.4 per cent of variance is explained by this relationship. 
Table (7.115): Model Summary (ICICI Bank) 
Model R R Square 	Adjusted li S uare 
Std. Error of 
the Estimate 
I .405" 	.164 .1G0 996 
a. Predictors: (Constant). Overall Job Satisfaction 
Source: Compiled and calculated by researcher through questionnaire. 
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Table (7.116): Coefficients" (ICICI Bank) 
Unstandardized Standardized 
NI ode! 
Beta 
a. Dependent Variable: Overall Job Performance 
Source: Compiled and calculated by researcher through questionnaire. 
The regression equation Y on X shows that every unit change in X that is 
Overall ,lob Satisfaction of ICICI Bank there is 0.480 units change in Y that is Overall 
Job Performance of ICICI Bank. The Intercept value is 1.635 indicating the role of 
other factors. The t- value is 6.235 for200 respondents, and also indicates the p- value 
is 0.000 which is less than 0.05, which leads to significant statistically, hence there is 
significant relationship between Total Job Satisfaction (Independent variable) and 
Overall Job Performance (Dependent Variable) of ICICI Bank. Hence, the Null 
Hypothesis is rejected. 
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SUMMARY OF HYPOTHESES TESTING 
Table presents the hypotheses that were generated for the study and the result 
obtained after analysis. 
Table (7,117): Summary of Results of Hypotheses Testing (C) 
No. Hypotheses (C) 	 Results 
1. N„1 (Null hypothesis): There is no significant  relationship Rejected 
between Tutcd Job Satisfaction (Independent variable) rand 
Overall Job Performance /Depen(ent Variable) of Canora 
Bunk. 
2. H„2 (Null Hypothesis): There is no significant relaliontship Rejected 
henveen Total Job Satisfaction (Independent variable) and 
Overall Job Performance (Dependent Variable) ofJCICI Bank. 
Summary 
This chapter has discussed in detail the results of the study. Researcher's only 
point of view throughout is that too much focus on Statistics alone is not the 
appropriate approach, it is unfortunate that instead of understanding the real 
relationships researchers just keep on juggling with numbers. The analysis and 
interpretation of data with the help of statistical tools has been carried our in this 
section. On the basis of logical inferences drawn from the analysis and interpretation 
of facts and Ilaures, the hypothesis formulated for the study has been tested at the end. 
Many of the employees of Banking Sector were not satisfied. As per the findings and 
suggestions of the study, researcher could derive the conclusions given in the next 
chapter. 
In the examination of population characteristics, demographic data were 
explored to investigate the differences between participants on overall degree of 
satisfaction. ht conclusion, there were significant differences according to their mean 
values in their satisfaction level between respondents Age, Gender, Designation, 
bxperience and Qualifications. Statistically significant differences between 
participants were not found for Salary, Compensation and Benefits; Promotion; 
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Career Development and Training; Interpersonal Relations and Working Conditions 
(at the 0.05 level). 
T test was used to test for differences between the two major demographics on 
each of dimensions to check the satisfaction level. In conclusion, the analysis did 
support both the hypotheses and it showed very less variation in terms of satisfaction 
level in both the banks. Multiple Regression and Simple linear regression was used to 
check the impact factor. In today`s scenario the importance of human behaviour is 
increasing day to day. Banking Sector can enhance the job satisfaction of employees 
by taking some step in aptly direction. For this administrative wing and employee 
wing both have to try. Employees of the Banking Sector have many questions as well 
as they are lacing problems from management. "There is a need to give the attention on 
solution of employees' questions whenever it arises. 
The next chapter would list the recommendations arising from the research 
and the conclusions of this study. It will also explore the areas of future researches in 
related discipline. 
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Chapter VIII 
Conclusions and Suggestions 
Conclusions(Ira It'll front the research 
Dimensions based Conclusions 
.Analysis based Conclusions 
Siir' estio►►s 
Recomme►iclutio►ts for Future Research 
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Chapter VIII 
Conclusions and Suggestions 
The forgoing chapter discussed the results of this study. It pointed at the 
relative degree of job satisfaction in both the sectors of Indian banking industry. In 
this chapter, the recommendations regarding research pertaining to the study and the 
recommendations for future studies are given and the final conclusions are reached on 
the basis of empirical survey made in the previous chapter. 
Conclusions drawn for the Research 
Human Resource Ytsnagentent has become an important concept in analyzing 
the needs and demands of employees to maintain and gain the supposed targets. It has 
become an empowering too] for the development of employees through various 
techniques. It has stretched to cover idealistic aspects of human power, human rights. 
gender equality, control over one's environment, motivation, training, social aspects, 
working conditions, development and political affiliations in the decision making 
processes in the organization. All these aspects are interconnected and linked to the 
success of organization. However, it is the totality of all the above that makes human 
resource as a working asset. Employee is one of the key factors of the organization 
success. No organization can succeed without a certain level of satisfaction and effort 
from its employees, Organizations often attempt to satisfy its employees to gain their 
response and loyalty. The employees perceive management to be supportive in 
climbing up their professional ladder. Management gives more preference to promote 
employees within the organizations than to higher employees outside the 
organization. 
In the investment arena of the country, banking sector plays an important role 
by mobilizing people's savings into the form of deposits. The performance of a hank 
mostly depends upon the level of its customer satisfaction. Bank, as a service oriented 
organization. loses confidence of the clients if it fails to serve them properly. Any 
problem related to customer service causes customer dissatisfaction. Everyone 
confess the truth that a set of unsatisfied employees can't satisfy its customers 
perfectly. The banking sector should concentrate to build a set of satisfied employees. 
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It must he admitted and appreciated because total success of the bank depends on the 
employees performance, efficiency, honesty, diligence and integrity. So special care 
should be taken to increase and maintain their level of job satisfaction and thereby 
assist them To increase their efiicieney and productivity since they are playing a vital 
role in the economic development of the country. 
The current study is intended to reveal the comparison between employees' 
satisfaction in Carrara Bank and ICICI Bank and factors like Salary. Compensation 
and Benefits: Promotion; Career Development and Training; Interpersonal Relations 
and Working Conditions. 
In order to gain familiarity and insights into the problem and in view of the 
objectives of the study, the study was divided into seven chapters: Review of 
Literature, Job Satisfaction- A Theoretical Framework, on going through the 
theoretical framework in Chapter II, and after reviewing the literature on the subject, 
it was found that the concept of Job Satisfaction (JS) is subject to different meanings 
and interpretations; Canara Bank and ICICI Bank - An Overview, Research Design, 
Presentation of Analysis and Interpretation and Conclusions and Suggestions. 
Job satisfaction is a heavily researched area of inquiry since years. This study 
has focused specifically on particular aspects of job satisfaction, satisfaction with 
Salary, Compensation and Benetits; Promotion; Career Development and Training; 
Interpersonal Relations and Working Conditions. The aim was to estimate the extent 
to which a banker's job satisfaction is determined by comparisons with banks (Canara 
Bank and ICICI Bank) as well as by other variables mentioned above. Most of the 
banks do not see employee participation as a driver of better employee performance; 
the study highlights that these variables are among the contributing variables towards 
.lob satisfaction. 
Extensive literature survey shown in Chapter I reveals that Job Satisfaction is 
dependent on various factors; supervisor behaviour, co-worker behaviour, pay and 
promotion, Compensation and Benefits, job and working condition and organizational 
aspects. The employees have significant inclination towards variables like optimistic 
supervisory behaviour and pleasant organizational setup and working conditions. 
Normality test and reliability analysis meticulously identified that data 
collected for the variables: Salary, Compensation and Benefits; Promotion; Career 
Development and Training; Interpersonal Relations and Working Conditions are able 
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to ascertain their level of satisfaction within the working domain. Employees must be 
cared for and counselled in order to increase their satisfaction level in banks based on 
the aspects identified as per analysis. Collectively, results establish that the variables 
used in the conceptual model are variables that contribute to the achievement of job 
satisfaction. Overall, the findings have implications on the field of attaining job 
satisfaction and more specifically, for the banking industry in India. 
According to the results of Independent Sample T-lest, job satisfaction of 
bank employees statistically significant difference exist between Carrara Rank and 
ICICI Bank upon the following factors; pay, promotion opportunities, rewards, 
relation with boss. working conditions, co-workers relation, overall job satisfaction 
and overall job performance. It is evident that the dependent variable job satisfaction 
with salary, Compensation and Benefits; Promotion; Career Development and 
Training; Interpersonal Relations and Working Conditions have the expected positive 
effect on job satisfaction. 
After the analysis it is concluded that salary, Compensation and Benotits; 
Promotion; Career Development and Training; Interpersonal Relations and working 
Conditions are predictors of job satisfaction. Regression analysis shows a moderate 
and positive relationship between salary, Compensation and Benefits; Promotion; 
Career Development and Training; Interpersonal Relations and Working Conditions 
and job satisfaction. 
The type of bank also has significant impact on the variables of job 
satisfaction. However, the analysis explicitly shows the comparison with public and 
private banks. To identify this comparison, the study analyzed mean values of job 
satisfaction variables among the employees of Canara Bank and ICICI Bank. This 
study finds that the overall job satisfaction of bank employees is at the positive level 
in Canary Bank showing more than an average overall job satisfaction as compared to 
ICICI Bank. However, the job satisfaction of bank employees significantly depends 
upon salary, efficiency in work, fringe benefit, supervision quality, working 
conditions and co-worker relations. 
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Dimensions based Conclusions 
Salary 
The overall satisfaction of bank employees is associated with different factors 
of job satisfaction which includes salary as an important factor. to achieve job 
satisfaction employee must have good communication skills and also knows about the 
job it means what kind of work lie/she is going to perform, how much salary he/she is 
doing to get at the end of the month. Salary has got much importance in achieving the 
satisfaction in joh. This study has further increased the moderating influence of bank 
on the relationship between job satisfaction and job rewards, salary, compensation 
and benefits and by extension it has further increased the variation in job satisfaction 
levels among employees of different banks. Poor job satisfaction may result in less 
productivity and it is injurious for the employees as well as for the organization. 
The °Salary. Compensation and Benefits" was more satisfying to the 
employees of Canara Bank (M= 15.6259. 8Th 3.35154) than the employees of ICICI 
Bank (M= 14.6875, SD— 4.02217). In the dimension 'Salary", the frequency values 
and percentages in terms of the variables: The salary paid to me, the annual salary 
increment. other financial benefits. overtime allowances, rewards for new ideas or 
suggestions and frequency and amount of bonuses are greater in Carrara Bank than in 
ICICI Bank. This shows that employees in Canara Bank are more satisfied than the 
employees in ICICI Bank. 
The statement with the high frequency "the annual salary increment" in this 
dimension says about higher satisfaction level in Canara Bank than ICICI Bank. But 
employees in Canara Rank were strongly dissatisfied with `'frequency and amount of 
bonuses" and "overtime allowances" as compared to ICICI Bank. 
Employees of Canara Bank and ICICI Bank did not respond for the variable 
'other financial benefits". '[his shows that policies for other financial benefits in both 
banks are not up to the worth. Employees of both the banks responded simultaneously 
for the variable "reward for new ideas". lu the variable 'overtime allowances", Vic 
employees in ICICI Rank show more satisfaction as compared to Carrara Bank. 
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Promotion 
AA promotion is the advancement of an employee's rank or position in all 
organization. Promotion may be an employee's reward for good performance. i.e.. 
positive appraisal. Promotion has gigot all important impact on employees' satisfaction 
level. Before a company promotes an employee to a particular position it ensures that 
the person is able to handle the added responsibilities by screening the employee with 
interviews and tests and giving them training or on-the-job experience. This adds to 
employees service financially as well as in terms of his work. The "Promotion" was 
more satisfying to the employees of Canara Bank (AI= 18.5074. SD 3.94797) than 
the employees of ICICI Bank (M= 14.8783, SD= 4.50599). In the dimension 
Promotion, the frequency and percentage values for the variables: promotional 
policy of' the hank. performance evaluation methods, promotion implementation 
methods, welfare measurement, the promotions to higher positions are usually on time 
and the proper utilization of my talent are greater in Canara Bank than in ICICI Bank. 
This shows that employees in C'anara Bank are more satisfied than the employees in 
ICICI Bank in terms of the policies and procedures for promotions. 
Two variables: "performance evaluation methods" and -proper utilization of 
my talent" have shown high percentages of strong disagreement among the employees 
of k'ICl Bank. But overall performance in the above table shows that the employees 
in Canara Bank are more satisfied than the employees of IC:ICI Bank in terms of the 
variable "Promotion'. 
But the properly promotion policies was seen well in Canara Bank than in 
ICIC Bank. So, overall we can conclude that salary and salary related factors are 
found at the satisfied level in Canara Bank than in ICICI Bank. 
Training 
The study empirically investigated the influence of training and career 
development and the subsequent effect on job satisfaction. Specifically, the research 
tested the hypothesis that training and career development were the antecedents of job 
satisfaction, and assessed the variables of job satisfaction. The study results reveal 
that both antecedent variables have an influence on job satisfaction in both the sectors. 
The Findings revealed that the existence of career development and training has a 
direct influence on the achievement of job satisfaction. 
Page 1 246 
Managers and decision makers have to focus on developing the different skills 
in the employees and encourage them to be creative and discover Their abilities by 
assigning them in training courses that suit each employee skills or his/her interest, 
and it is recommended to give the timing of the course a great attention, the 
management ought to specify the time of the course in the same time as the working 
hours so instead of going to work they go to training courses and of course getting 
paid for these working hours in other words, not to have these hours subtracted from 
their monthly salaries, or they can send employees to have the training course in other 
cotmtry, which will give them a time to relax and consider it as a vacation but in the 
same time they are developing their skills for the benefit of the organization_ 
The "Career Development and Training" was more satisfying to the 
employees of Carrara Bank (M= 22.8794, SD= 3.42891) than the employees of ICICI 
Bank (A# 21,0279, SD= 4.45798). In the dimension "Training", the frequency and 
percentage values for the variables opportunities for advancement in career, the job 
that provides a safe future, the training to update employees, the training provided for 
my current job and for advancement, the ability to influence decisions that affects me, 
opportunities to work or interesting projects for growth and the training techniques 
which current work requires are greater in Canara Dank than in TCICI Bank. This 
shows that employees in Canara Bank are more satisfied than the employees in ICICI 
Bank, 
Co-worker Relation 
Co-worker Relation at the workplace, whether with co-workers or with direct 
superiors brings a feeling of job satisfaction? Interpersonal relationships have proved 
to be important from the perspective of the human individual and from that of the 
social functioning. The supervisors and their different relational styles with co-
workers affect the satisfaction degree of the members of the organization. The 
variable interpersonal relationships with the co-workers have a greater level of 
prediction than the variable interpersonal relationships with the superiors, as shown 
by the linear regression equation. Taking into account the fact that interpersonal 
relationships represent one of the many factors that can influence professional 
satisfaction and even work performance, consider that organizations should place 
more emphasis on their improvement, especially in the context of the present 
economic crisis, when material rewards are more decreased. 
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The "Co-worker Relations" was more satisfying to the employees of Canara 
Bank (M= 26.2603, SD= 3.52938) than the employees of ICICI Bank (M 22.2886, 
SD= 4.60776). In the dimension "Co-worker relation", the frequency and percentage 
values for the variables; harmony of workers and managers, the communication 
system between different employees, the extent of friendly relation with other 
employees, the co-employees who work well as a team, the relation with my 
immediate supervisor, the relation with my colleagues and the recognition received 
from supervisors are greater in Canara Rank than in ICICI Bank, This shows that 
employees in Canara Bank are more satisfied than the employees in ICICI Bank. 
Working Conditions 
The efficiency and performance of an employee are often hampered by his 
socioeconomic conditions or what can be said is working conditions. As these are out 
of the periphery of formal organizational Jurisdiction and could hardly be changed, it 
is always better for the management to concentrate on the job variables which 
determine job satisfaction and are considered deficiency areas. These might include 
environmental factors related to the job, such as workload and working conditions. 
The results found that among the dimensions of job satisfaction, working 
conditions has a significant role in maintaining satisfaction level. The "Working 
Conditions" was more satisfyin,, to the employees of Canura Bank (Al— 19.4926. SD= 
3.53096) than the employees of ICICI Bank (M— 16.8083, SD= 3.71390). 
In the dimension "Working Conditions", the frequency and percentage values 
for the variables: the equipments necessary for my duty, the suitability of working 
conditions, the security of the job, workload, working time and connection between 
pay and performance are greater in Canara Bank than in ICICI Bank. This shows that 
employees in Canara Bank are more satisfied than the employees in ICICI Bank. 
Analysis based Conclusions 
On the basis of the above findings, the following conclusions may be made: 
1. Job satisfaction of public sector bank employees was significantly higher than 
the private sector bank employees; 
2. Satisfaction regarding Salary, Compensation and Benefits was significantly 
higher among the private sector bank employees than the public sector bank 
employees; 
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3. Satisfaction regarding Promotion was significantly higher among the private 
sector bank employees than the public sector bank employees; 
4. Satisfaction regarding Career Development and Training was significantly 
higher among the private sector hank employees than the public sector bank 
employees; 
5. Satisfaction regarding Co-worker Relations was significantly higher among 
the private sector bank employees than the public sector bank employees; 
6. Satisfaction regarding Working Conditions was significantly higher among the 
private sector bank employees than the public sector bank employees; 
7. R Square shows the percentage change in the dependent variable clue to the 
independent variable. The Value (0.754 in Carrara Bank and 0.674 in ICICI 
Bank) of R Square shows that model I explains, that independent variables 
explain 75.4% in Canara Bank and 674% in ICICI Bank, of the variability of 
dependent variable. This result supports alternate hypothesis which assumed a 
causal relationship between the model (independent and dependent variables). 
8. Major causes of dissatisfaction as perceived by the respondents were poor 
salary, lack of promotional prospects, poor job status and absence of 
recognition for good work, 
9. Private sector bank employees were dissatisfied with job security as compared 
to public sector bank employees. On the other hand, public sector bank 
employees were suffering from poor working conditions and absence of 
incentive bonus. 
10. In the dimension Salary, Compensation and Benefits has positive attitude in 
the respondents towards Carrara Bank. Their mean values are greater in Carrara 
Bank than in ICICI Bank. The statement with the high mean in this dimension 
is number (3) which says "The annual salary increment." with mean value. 
3.62 in Carrara Bank in comparison to ICICI Bank where it is 2.80. Whereas 
the lowest mean noted is 1.89 in Carrara Bank and 3.08 in IC[CI Rank in 
statement number (6) which says "Frequency and amount of bonuses". Overall 
it can be said that Canara Bank has better salary package and policies as 
compured to IC1CI Bank. 
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1 1. 'There exists a positive attitude in the respondents towards the Carrara Bank 
because their means are greater than the ICICI Bank. The statement with the 
high mean in this dimension is number (7) which says. "Promotional Policy of 
the hank". The mean value of Carrara Bank being 3.84 is greater in 
comparison to 2.95 ICICI Bank. Whereas the lowest mean score was 2.80 in 
statement number (9) in ICICI Bank and 3.64 in Canara Bank in the statement, 
..Promotion implementation method." Overall it can be said in this dimension 
that Carrara Bank has better promotion policies as compared to ICICI Bank. 
12. In the dimension Career Development and Training, there exists a positive 
attitude in the respondents towards the Canara Bank in comparison to l('IC'l 
Bank with different mean scores in different variables. The statement with the 
highest mean in this dimension is number (14) which says. "The job that 
provides a safe future." Its mean is 4.20 in Canara Bank and 3.28 in ICICI 
Bank. Whereas the lowest mean of 3.26 in ICICI Bank and 3.29 in Carrara 
Bank is in case of statement number (17) which is "the ability to influence 
decisions that affects me". Overall it can he said that in this dimension. Carrara 
Bank has better training and career development programme as compared to 
ICICI Bank. 
13. As shown in Analysis, there exists a positive attitude in the respondents 
towards the Carrara Bank because the mean scores of Canara Bank are greater 
than ICICI Bank. The statement with the high mean in this dimension is 
number (26) which says, "The recognition received from supervisors" where 
its mean has reached 4.31 in Canara Bank and 3.56 in ICICI Bank. Whereas 
the lowest mean is 3.56 in ICICI Bank and 4.22 in Canara Bank in statement 
number (2 3) which is. "The co-employees who work well as a team". And 
overall mean score is more in Canara Bank than in ICICI Bank. 
14. As shown in Annexure II, there exists a positive attitude in the respondents 
towards the Carrara Bank because the mean scores of Canara Bank are greater 
than the ICIC'l Bank. The statement with the high mean in this dimension is 
number (29) which says, "The security of the job". Where, the mean has 
reached 4.38 in Carrara Bank and 2.47 in ICICI Bank. Where, the lowest mean 
is 2.84 in IC'IC'I Bank and 3.49 in Canara Bank in statement number (32), 
which said. "Connection between pay and performance". So. it can be said 
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that the working environment in Canara Bank is better than in ICICI Bank. 
Where, the lowest mean is (2.84) in ICICI Bank and (3.49) in Canara Bank in 
statement number (32), which said, "Connection between pay and 
performance". So, it can be said that the jobs in Canary Bank are more secure 
than in ICICI Bank. 
15. Multiple Regression analysis shows a high correlation between the one 
predictor variable (Career Development and Training) and the dependent 
variable (Total Job Satisfaction). The R square value indicated that about 68.4 
percent of the variances in Total Job Satisfaction is explained by the predictor 
variable 3 (Career Development and Training) in Canary Rank. In the second 
model only 2 variables, Average 3 and Average 2 (Promotion and Career 
Development and Training respectively) stet the entire requirement. The R 
square value (0.852) indicates that 85.2 percent of the variances in Total Job 
Satisfaction is explained by the predictor variables Average 3 and Average 2 
(Promotion and Career Development and Training respectively). 
16. In Model I, the multiple shows the high degree of positive correlation between 
the predictor variable Average 5 (Working Conditions) and the dependent 
variable 'Dotal Job Satisfaction (0.890). The multiple R of Model II, indicate 
0.955, which is very high degree of positive correlation between the 
independent variables Average 5 and Average 3 (Working Conditions and 
Career Development and Training) and the dependent variable 'total Job 
Satisfaction in ICICI Bank. 
17. Model Ii shows beta values of 0527 and 0.502 for Average 5 and Average 3 
(Working Conditions and Career Development and Training), indicates the 
relative influence of entered variables. 
IS. In case of Canard Bank, the relationship between Overall Job Satisfaction 
(Independent variable) and Overall Job Performance (Dependent Variable) of 
Canary Bank was found moderate. The coefficient of determination (r2) is 
0.069 indicating that only 7 percent of variance is explained by this 
relationship. 
19. In case of ICICI Bank. the relationship between Overall Job Satisfaction 
(Independent variable) and Overall Job Performance (Dependent Variable) of 
ICICI Bank defined the correlation coefficient (r) is 0.405 which is a moderate 
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degree of positive correlation. The coefficient of determination (r) is 0.164 
indicating that only 16.7 percent of variance is explained by this relationship. 
The concept of human Resource Management is subject to different 
interpretations. in a narrow sense, it means the development of personnel through 
training and education. The emphasis here is on learning for the present, and for 
identifying future jobs. 
After deregulation and globalization, the scope for new business opportunities 
is expanding. "Che banks are growing in size and entering into new areas of business. 
Alt this requires technical and managerial human power for the future. The future 
needs of the banking sector can only be met if the present human resources are 
developed and utilized. 
I, In Canary Bank and ICICI Bank. the system of salary is well designed and 
carefully implemented. The analysis shows that there is significant difference 
in the level of satisfaction of the employees in respect of the system. 
2. In Canara Bank out[ ICICI Bunk, the system of appraisal provides for 
identification of training needs and potential for future growth to a large 
extent. 
3. The survey highlights that in the Canara Bank, respondents have favoured 
performance based promotions as compared to ICTCI Bank. 
4. Placement decisions in the Camara Bank and the ICICI Bank are taken on the 
basis of performance. 
5. Employees find training activities to be useful and they were found to be 
satisfied about training arrangements. 
6. Training helps in job enrichment by increasing the job knowledge, as per 
analysis of the data. 
7. Most of the respondents are satisfied with the working conditions of their 
banks. 72% employees in the Canary Bank and 89% in the ICICI Bank have 
shown satisfaction with the working conditions. 
8. While comparing the different statements `suitability of working conditions', 
it is concluded that employees in both the banks like to work in good 
environment, and get satisfaction out of it, and they learn more in a proper 
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environment and seek responsibility. Employees in both the banks work for 
intrinsic and extrinsic rewards. Environment in both the banks is pleasant. The 
employees are hardworking, not shirking responsibility, and try their level best 
to provide good sery ices to the customers. 40% employees in the Canary Bank 
and 60% in the ICICI Bank have shown satisfaction with the suitability of 
working conditions. 
9. Management in the Canara Bank feels concerned about human resources as 
the most important asset. Training is provided but much effort is not made to 
identify and utilize the potential of the employees_ The management does not 
feel that employees can be developed at any stage of their work life. 
I0. Officers are encouraged to take an initiative, and to use creative and 
innovative methods in work situations and problem solving. Attitude of the 
management is more positive in the case of the ICICI Bank as comparud to the 
Canara Bank. It is more concerned for employee development, and to use the 
potential of the employees. Employees are encouraged to use creative and 
innovative methods in work situations and problem solving to provide fast and 
excellent service to customers. 
11. In both the banks, employees find their colleagues helpful and the atmosphere 
is congenial. Work is recognized by the management, and people find their job 
interesting. It is deduced that in the Canara Bank, employees get less 
opportunities to try new ideas than in the ICICI Bank. Employees in the 1CICI 
Bank have more autonomy than in the Canara Bank. 
12. In the ICICE Bank, work conditions and facilities, discipline, communication 
pattern, reward structure and training were found good, and were areas of 
strength. It is only regarding the level of participation in the management 
where the bank is weak. Overall, the ICICI Bank has better responses in 
respect of organizational climate. In the end, it can be concluded that the 
ICICI Bank has a good climate with regard tojob satisfaction. 
To enhance job satisfaction and to improve overall performance of 
commercial bank employees, the following recommendations may be made in the 
light of the present findings: 
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• When an employee feels dissatisfied then he/she should figure out the problem 
and reason for the same. 
• Sometimes awful bosses is the reason for dissatisfaction 
• Employees should give their best and should try hard for the job. 
• Sometimes rewards are good to enhance the satisfaction level 
• Working hours should be appropriate. 
• Management should maintain healthy competition among employees. 
• Performance appraisal system is good to motivate employees. 
• Overinurdening can also cause dissatisfaction. 
• Maintaining healthy relationship with colleagues is important to satisfy 
employees 
• Motivation through various techniques increases the Satisfaction level of 
employees. 
• Employees should learn to cope up with the uncertainties and competitive 
environment 
• Quitting job is not the solution but searching out the reason is good. 
• Employees should not walk blindly with the dissatisfaction 
• Biasness should not be there among employees as it develops dissatisfaction. 
• As the age increases, it sometimes creates trouble for maintaining satisfaction. 
• For reducing the excessive work load and stress. it is suggested that the 
present job be redesigned. Computerised banking system can be introduced in 
this respect. 
• Working conditions should be managed according to the region where the 
branch exists. Some the areas have high temperature in more than half of the 
year. So, air condition facilities should be provided. 
• Promotion most be strictly on the basis of merit and performance; 
• Autonomy of bank employees should be increased by delegating more 
authority and responsibility at the branch level; 
• Psychological tests may be introduced for proper selection of bank employees: 
• Providing reeoenition by introducing reward system for outstanding 
contribution to the organisation; 
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• Job satisfaction and dissatisfaction of bank employees should be evaluated 
periodically for evolving dynamic and pragmatic policies for organisational 
grOWth and development: and 
• In addition to the Iorlual reward system, non monetary rewards and 
apprecIalion. 
• l o exist in the industry the hank must he competitive. For this 
competitiveness, the primary input is its valuable human resource. l herefore, 
it has to be competitive in the labour market. Hence, to achieve the researcher 
recommends the bank the following to have more satisfied employees with 
lcr turnovers. 
• Ever\ policy manual has to be easily accessible and supervisors must 
encourage employees to read these materials. 
• 1 he hank  has to well evaluate supervisors ' leadership skill and give training 
to those that might not fulfil the requirement in this regard its employees must 
be the first customers that must be satisfied in order to make the real 
ambassador of the hank in giving the service. 
• Supervisors have not to dictators in order to be trusted by their subordinates 
• Supervisors have to take tecdback from their employees to manage the job 
'Smoothly and to create a conducive and trustful working, environment. 
• l he bank has to be leader in the salary payment and for this is has to raise its 
salary continuously by evaluating the industry's environment to fill the gap of 
standard of living of employees. 
• The salary increment and bonus has to be given timely if it is believed the 
cmplo\ ces and entitled for it. Retaining these items for a long period opens a 
room for grievance by diverting the information negatively or positively 
leadint employees to lob dissatisfaction or over ambition. 
• '1 he fringe benefits given must be sufficient and must be comparable with 
other bank. To mention some, the existing medical benefits, transport 
allowance and the tuition tee have to be amended. 
• Employees have to be well inlirmed about the promotional policy in addition 
to this the policy has to be revised every time when appropriate by looking the 
industry's situation. 
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• Employees have to he promoted timely when appropriate. It is advisable that 
promotion has not to focus only on educational background and year of 
services. If employees can fret and perform the best they must have the 
chance. 
• the bank has to prepare an annual or if possible a semi —annual a get — 
together type program to strengthen the existing employees relationship within 
them and at the same time with bank itself. 
• Employees have to he equipped with all materials that are necessary in 
performing their duty. In addition to this they have to get quick response when 
their equipment fails. 
• Facilities have to be clean and updated. ottice conditions have to he fulfilled 
and employees must have adequate space. 
• Even tlirou_^h a bank's work is routine, employees must \\ork without burden. 
For this branches mist have sufficient manpower. 
• Every time supervisors have to tell employees the objective of their job to 
have a clear picture of their organization and their carrier. 
• The bank must use employees' talent by assigning them where they can 
perform efficiently. 
• Supervisors have to recognize model employees that are good performers in 
their monthly. quarterly, semi-annually meeting- and in written way by fixing 
on the notice boards to be seen by all employees. 
• 'l he bank has to work a lot so as employees feel ownership of their work. 
• The hank's performance evaluating contents has to be changed. For this filling 
the format and make sign the employees is not sufficient. Therefore. 
employees must have to be told about their weakness and strength and at the 
same time they must have the power to defend in matters they do not believe. 
The newly adopted group evaluating system has to keep up Which helps to 
some extent in avoiding personal bias by forgiving relationship. 
• The evaluation must he one of the major criteria for promotion and other 
bcnetits. 
• The existing training also has to continue in a better way. 
• The bank must reward those loyal and good performers by giving, the 
recognition like employee of the year. 
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• The bank must decrease the existing high stab turnover since it is not time to 
say let them go. Currently the existing commercial banks are expanding their 
networks throughout the country. To get required experienced human resource 
for their new branches it is from this limited industry labor market that they 
are taking. Therefore, in order not to make the hank a training institution 
observed currently, Supervisors have to change or shift their personnel 
management system to human resource management style by fulfilling the 
required salary and benefits. 
Suggestions 
The study brings forth the fact that the sector differences in terms of 
compensation, growth opportunities, social environment and job security play a 
significant role in influencing employees' perceptions of job satisfaction. By 
leveraging this fact, jobs can be enriched and can be made highly motivating and 
satisfying for the employees. Furthermore, the present study attempts to enrich the 
existing knowledge base in the area of job satisfaction in the banking sector, as there 
have been very few studies within the Indian context that have studied bank 
employees perceptions ofjob satisfaction. 
The public sector bank needs to increase employees' pay satisfaction by 
introducing a differential pay system based on one's merit and effort. In addition, 
human resource practices must be effectively and fairly used to enrich one's job. 
HR practices can be potentially used to chalk out employees' career paths by 
ensuring the proper disbursement of growth and training programs. Furthermore, 
because job security has long been one of the most positive aspects of public sector 
organisations, now is losing its appeal with employees. These banks need to build 
upon an open and developmental climate, where employees have been given more 
autonomy, where these same employees are heard and participate in the decision-
making process and where there is less of a hierarchical and formal relationship 
between supervisors and subordinates. With respect to the private sector bank, 
employees have also reported dissatisfaction in terms of job security. Private sector 
banks need to introduce special schemes related to pension, gratuity, retirement, and 
other related benefits to enhance the employee's sense of security 
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First, researchers are encouraged to test empirically the conceptual model 
developed by this study across different banks in India and overseas. 
Secondly. conducting indepth interviews and focus group sessions with 
representative employees to corroborate the findings and provide anecdotal evidence 
in support of the assessed significant linkages would be useful in providing a better 
understanding of the results, 
Thirdly, an assessment of the implications of demographic factors such as age, 
gender, educational and professional qualification, managerial level and tenure by 
conducting Analysis of Variance and t-tests as mediating variables is likely to provide 
a better understanding of the demographic effects on the assessed linkages. 
Lastly, scholars arc encouraged to further research into the rationale behind 
career planning being more important than career management to attain job 
satisfaction across different contexts. 
Awareness of the importance of the human side of the organization should be 
considered as a functional necessity for any dynamic and growth oriented enterprise. 
Without the human factor, material resources can neither be obtained nor generated. 
1. Human resources should no longer be treated as a commodity or a factor or 
production which can be hired or fired, but may be termed as an asset having 
ultimate potentials especially in private sector. 
2. The personnel department should be equipped with well qualified personnel 
who possess good knowledge about the various Job Satisfaction factors. Every 
aspect of Job Satisfaction mechanisms should be given due importance in 
order to develop the employees and to create a congenial atmosphere in the 
organization. 
3. There should be a periodical review of Job Satisfaction policies so that 
necessary modifications can be made according to the changing scenario of 
the organization. 
4. Appraisal system is a mere ritual, and formal exercise, which serves no 
purpose except a little weight age at the time of promotion. The system of 
appraisal should be less formal, open and continuous. An informal system of 
self appraisal should be substituted for better results. 
5. In this context, the management of the bank should devise ways to recognize 
the virtuous performers by rewarding the employees, as and when, they 
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innovate. This move can motivate the employees for higher achievements. 
Efficient employees should be rewarded for their effrcicney by way of 
granting additional increment in the salary, promotion, etc. 
6. Efforts are required on the part of those who appraise the performance of 
others to give more recognition to the merit of the employees. It is further 
suggested that the management should follow the practice of either informing 
all the employees about performance, or should not divert any information, 
even to a single individual. It is more advisable, not to maintain secrecy in the 
performance appraisal. 
7. there should be a proper training system for all the employees at pre-
determined intervals. The employees also need transformation and training 
through the instrumentality of training and retraining activities, so that they 
may he able to maintain their poise and productivity. 
S. Discipline is one of the most important dimensions of organizational climate, 
and calls for management attention. Heads?Aranch managers should play all 
important role in enforcing discipline to improve organizational health and 
climate which is necessary for Qevelopment. 
9. Even if the managements are successful in their role in building .Job 
Satisfaction, unions of the banks should also have a favourable attitude 
towards Job Satisfaction activities. 
10. As we step into a liberalized market-driven environment, in the Canara Bank 
there is an urgent need for the managers of the bank to function and behave 
store like businessmen than officials. a role model whom they have tended to 
emulate in the past because of the state ownership and links .vilh the 
Government. This, not only needs an attitudinal change on their part, but this 
also necessitates their being freed from various rules and regulations 
applicable to the public sector. 
11. The superiors in the banks should guide their subordinates after certain 
intervals, for the effective performance in the discharge of their duties, to 
develop hum nn potential. 
12. The promotion should be based on seniority, as well as, performance of the 
employees. 
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1 1. Staff meetings in all branches should be encouraged to develop a sense of 
be lon ingress toward the organization, and for the diagnosis of the problems. 
It will improve the organizational climate. 
14.IIRM responsibility should not he the responsibility only of the FIRM 
department but of all the executives and officers of the organization. Without 
the effective collaboration of the two, I IRM efforts will be ineffective. 
15. The male employees should be prioritized when formulating human resource 
strategics as compared to female employees. I-Iuman resource strategies should 
not he devised on gender discrimination basis. 
l6. A future Research could be carried out by extending the sample size on multi-
disciplinar) industry basis and incorporating other factors (working 
conditions, employees safety and security etc). 
17. Also, managements Ina 'Conduct Job satisfaction surveys at least once in two 
years. This Would enable the management to take steps to improve the 
employees' Job satisfaction. 
18. In conclusion, the tertiary institution needs to give immediate attention to both 
the intrinsic and extrinsic factors to motivate and sway the employees lrom a 
state of ambivalence to that of Job satisfaction so as to retain existing 
emplo' e s and make the profession an attractive option for new applicants. 
Recommendations for Future Research 
l his study indicated that both financial and non financial compensation 
influence Job satisfaction and organizational commitment (Affective commitment. 
normative commitment, continuous commitment), it's a detailed study but yet lacks 
the first element either its compensation due to which employee commitment 
enhances or the employee's job satisfaction which becomes the roots of 
compensation. To open the new horizons for research following suggestions can be 
helpful for further studies; 
• Similar studies are needed to produce more information in the area. Such 
studies may consider changing the setting, population, sampling procedures or 
data collection methods utilized in the current study 
• Studies can include the basis as demographic variables for comparison. 
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• Other factors can be taken with the impact factor to know the level of job 
satisfaction. 
• Structural Equation Modeling (SEM) can also be used for further researches as 
they will provide more qualitative results. 
• Further it the research could be conducted in different banks it can provide the 
comparison among different behaviours depending upon the banking growth. 
• For increasing external validity, researcher should obtain a more 
representative sample from more organizations and also from different sectors 
• Influence of compensation and job satisfaction can be checked be including 
different independent variable which are left like, House Rent allowance, 
contingent pay etc. 
• Enhancing size of the sample in the sane sector can also give more strength in 
the result's validity. 
• Other HR dimensions such as performance appraisal and career development 
can be investigated in the context of employee Job satisfaction and 
productivity. 
• For increasing external validity, researcher should obtain a more 
representative sample from more organizations and also from different sectors 
• Influence of compensation and job satisfaction can he checked be including 
different independent variable which are left like, House Rent allowance, 
contingent pay etc. 
• Enhancing site of the sample in the same sector can also give more strength in 
the result's validity. 
• Further if the research could he conducted in different industries it can provide 
the industrial comparison among different behaviours depending upon the 
industry type. 
• Other HR dimensions such as performance appraisal and career development 
can be investigated in the context of employee Job satisfaction and 
productivity. 
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Firstly, iutuuc work can overcome limitations of the present study in terms of 
number of respondents and focusing on the whole country that will help in 
generalizing the findings of the study. Secondly. future research can look for other 
moderating and mediating variables that can affect the relationship between 
employees perception and organizational commitment. 
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APPENDICES 
Annexure I 
Assessment of Reliability of 32 variables 
Statements 
Cronbach's 
Alpha (u) 
I'he salary paid to nlc. .924 
The annual salary increment. .923 
Other financial benefits. .928 
Ov e'rtlllle al lo\\ ances. .93() 
Rewards fur new ideas Or sllu t`estions. .925 
Frequency and amount of bonuses. .932 
Promotional policy of the bank. .924 
Performance evaluation methods. .924 
Promotion implementation methods. .923 
~t elfare measurement. .925 
The promotions to higher Positions are usually oil time. .925 
The prober utilization Of M\' talent. .925 
OpI1oItun'ties for advancement in career. .925 
7 he job that provides it Safe future. .924 
The training to update employees. .927 
I he training provided for 111V current job and for advancement. .925 
The ability to influence decisions that affects me. .925 
Opportunities to work on interesting projects for growth. .925 
The training techniques which current work requires. .925 
I larmont/ of workers and managers. 
I 
.924 
The communication s\stem between different employees. .925 
The extent of friendly relation with other employees. .925 
[he co-employees who work well as it team. .925 
1 he relation with my immediate supervisor. .925 
I he relation with my colleagues. .925 
The recognition received from supervisors. .925 
The equipments necessary for my duty. .925 
The suitability of working conditions. .925 
The security of'the job. .924 
\\ orkload. .927 
\Vorkin`a time. .925 
Connection between pay and performance. .923 
Source: Compiled and calculated by researcher through questionnaire. 
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Annexure II 
Frequency and Percentage wise distribution of 32variables in Canara 
Bank and ICICI Bank 
Salary 
Canara Bank 	 ICICI Bank 
Respondents' Bank 	Frequency 	Percentage 	Frequency 	Percentage 
The salary Pair) to me  
Struiigly Disagree 	 5 	2.2 	 13 	 6.5 
Disagree 45 20.0 	44 	- 22.0 
i Neutral 	 20 8.9 ; 70 35.0 r---  
ree 120 ri53.3 	52 26.0 - r - 
Strongly Agree 	35 	15.6 	 21 10.5 
Total 	 _ _ 225 100 0 200 	100.0 
The annual salary increment 	 _ 
0 Stron`1v Disagree 	-_- 00 00 	 18 	 9. 
Disagree 	 40 	17.8 76 38.0 
• Neutral 40 17.8 	 42 	21.0 
Agree 	 110 	 48.9 _ 56 _ 	28.0_ {i 
Sirongll Agree 	 35 1.5.6 	 8 	 4.0 
Total 	 225 i 	100.0 200 100.0 
Other financial benefits 
Strong!) Disatircc 	 251 	11.1 	 14 i 	7.0 
Disagree 	 65 28.9 53 26.5 
Neutral 50 	22.2 	 86 	43.0 
Agree 	 75 33.3 39 19.5 
Strongly Agree 	- 	10 	4.4 	 8 	4.0 
Total 	 225 100.0 200 	100.0 
Overtime allowances   
• Strongly I)isalree 	 150 1 	66.7 	 86 	43.0 
Disagree _____ 20 8.9 46 • _ 	23.0 
Neutral  
	
25 	11.1 	 16 	 8.0 
Agree 	25 11.1 	48 24.0 
Strongly Agree 	--- 	2.2 	 4 	 2.0 
"total ? 	 225 	100.0 200 	100.0 
Rewards for new ideas or suggestions 
Strongly Disagree 	• 	 30- 
Disaeree 	 5 
Neutral 70 
Agree 75 
Strongly Agree . 45 
Total„ 
225 
Frequency and amount of bonuses 
Strongly Disagree - 115 
Disagree 40 
Neutral __________ 
Agree --+-- 
- ~ 
10 
Strongly Agree 
~_ 
5 
Total    225 
Promotion 
Canara Bank 	ICICI Bank 
Respondents' Bank Frequency Percentage 	Freguencyj Percentage 
Promotionalon licy of the hank 
StrongsyDisagree 	 0 	 0 	 32~ 	16.0 
Disagree 	 20 8.9 42 	21.0 
Neutral 30 	13.3 	 40 20.0 
A ree 	 140 62.2 76 	38.0 
Strongly Agree 	 35 1 	15.6 	10 5.0 
Total 	 225 	100.0 200 	100.0 
Performance evaluation methods 
Strongly Disagree 	 5 	- 	22 	 36 	18.0 
Disagree 15' 6jJ 47 23.5 
Neutral 	 55 	24.4 	39 	19.5 
Agree 	 125 55.6 	641 32.0  
Strongly Agree _  25 	 11.1 	t4 7.0 
Total 	 225 i 100.0 	 200: 	100.0 
Promotion implementation methods 
Strongly Disagree 	1 	10 	 4,4 	 31 	 15.5 _ 
Disagree 	_ 30 13.3 56 28.0 
Neutral 25 	 11.1 	 40 20.0 
&ree 125 55.6 68 _ 34.0 
Strongly Agree 	 35 15.6 5 2.5 
Total 	225, 100.0 200 	100.0 
Welfare measurement  
Strongly Disa ree 	 15 	 6.7 	 22 	11.0 
Disagree 	+ 	75 33.3 61 30.5 
Neutral 25 	 11.1 	 52k 	26.0 
Agree 	 85 37.8 60 30.0 
Stron *1 	A ree 	 25 11.1 5 	 2,5 
Total 225 ' 	100.0 200 100.0 
The 	romotions to higher positions are usually on time 
StrDWDi}- Disagree 	 20 	 8.9 	 23 	11.5 
Disree 	 30 8.9 	37i 18.5 
Neutral 55 _24jL 75 	 37.5 
Aurec 
Stro~o-n ~Iv Agree 
60 	26.7 	65 32.5 
70 31.1 	 0 	 0 
Tot' 	nl 
The 	ro erutilizationofmytalent 
225 	100.0 	 200 100.0 
Strongl 	Disagree 5 	2.2Th 25 	12.5 
48 24.0 
31 	 15.5 
Disagree 30 13.3 
Neutral 55 24.4 
Agree 00 44.4 60 30.0 
Strongly Agree 36 	18.0 35 15.6 
`Total 225 	ioo.of 200 100.0 
Training 
Canard Bank IC'ICI Bank 
Resl►ondents' Bank Frequency 	- Percentage 	Frequency Percentage 
Opportunities for advancement in career 
Strong1\ Disagree 0 0 6.5 
Disarec l0 } 4 
29 14.5 
Neutral 50 22.2 58 29.0 
Agree 135 _ 60.0 69 34.5 
Strongly Agree 30 13.3  31 15.5 
fetal 225 100.0 200 100.0 
The job that provides a safe future 
Strongly 1)isagree 0 0 0 . 0 
l)i•aeree 5 2.2 63 1.5 
Neutral  10 4.4 58 	
- 
29.0 
Agree 145 64.4 39  19.5 
Strongly .:\agree 65 - 28.9 - _ 40 20.0 
total 225 100.0  200 100.0 
The training to update employees 
Stron`l. Disagree 0 of 01 0 
Disagree 1 	35 15.61 20 10.0 
Neutral 25 11.11 411 21.0 
At•ee 
- 	
125 55.6J_________ 93? 46.5 
Strongly Agree 40 17.8 I 45 	I 22.5 t 
Total  225 i  100.0 I 200  100.0 
The training provided for my current job and for advancement 
Strongly Disagree  0 0 0 J - 0 
Disa;. i-ee 35 15.6 20 j 10.0 
Neutral 25 11.1  42 _ 	__- 21 
gree 125  55.6 93 46.5 
Strongl)- ,-\agree 40 17.8 45 22.5 
total 225 100.0 200 100.0 
The ability to influence decisions that affects the 
Strondlv I)isaeree  5  2.2 
Disa.,rcc 50  22.2 41 20.5 
Neutral 65 28.9 70  35.01 
A ree 
______ 
~85 37.8 I 84 -I2~ 
Strongly Agree 
_ 
-; - 	20 8.9 j 
_ _ 
5 	. 5 
Total 225 ' 100.0 200 100.0 j 
Opportunities to work on interesting projects for growth _ --' 
Strongl . Disagree 10 	_ -- 	 -_ 4.4 9 4.5 
Disagree 30 13.3 43  21.5 
Neutral - 	65  28.9 57  28.5 
A~~ree 
Strongly Ace 
_ 	95 
25  
42.2 69 
22 
X4.5 
ii 1 	1.1 - - 
"total  225  100.0 200  100.0j 
The training techniques which current work require 
Strongly Disagree 0 0 9 -4.5 
Disa;2ree + 	45 20.0 _ _ - 34 - 17.0 
Neutral 25 1 	1.1 48 . 24.0 
9 
Agree 80 35.6 69 34.5 
L Stronb Agree 	1 75 33.3 40 20.0 
Total 225 100.0 200 100.0 
Co-worker Relations 
Canara Rank ICICI Bank 
Respondents' 	Frepency 	Percentage 	Frequency _Bank Percentage 
Harmony of workers and managers 
Stropgly Disagree _ 0 0 9 4.5 
Disagree 0 0 44 22.0 
Neutral 30 13.3 44 22.0 
A ree 100 44.4  86 43.01 
Stron ly AAgree 95 42.2 17 8.5 
Total 225 100.0  200 100.0 
The communication system between different employs 
Strongly Disagree 9 4.5 
NO Disagree 10 4.4 16 
Neutral 	I 
A Free 
30 
110 48.9 
4L 
103 _ 
24.5 
51.5 
Stron I 	Agree 75 333  23 11.5 
Total 225 100.0 L 200 100..0 
The extent of fricndelation with other emloyees _ __ 
Strongly Disagree 5 2.5 _ 
Dfisree _ _ 1QJ 4.4 28 14.0 
1 Neutral 10  4.4 40 20.0 _ 
Agree _ 105T 46.7 74 37.0 
Strop 	Agree 100 44.4 53 26.5 
225 100.0 200 100.0 Total 
The co-employees who work well as a team 
Stronglly Disare e 9 4.5 
Dis 	ree _ 21 - '0 - 
Neutral 35 115.6 72 H 36.0 
Aeree~ _ _ 105 46.7  45  22.5 
Strongly Alree _ 85 37.8 53 26.5 
Total _ 225 100.0 U 200 100.0 
The relation with my 
- 
immediate supervisor 
Sauroj 	Disa Free 
Disa ree 8 4.0 
Neutral 20 8.9 44 22.0 
Agree 100 44.4 101 50.5 
Strop lv A Free lOS 46.7 47 23.5 
Total 225 100.0 2001 100.0 
The relation with my Callen ties 
Stry Disagree 
Disagree 15 6.7 29 14.5 
rNeutral 	_ = 5 2.2 43 21.5 
42.2 85 42.5 Agree 95 
Strongjy Agree 	 L 110 48.9 43 21.5 
100.0 200 100.0 local 	 225 
ICICI Bank 
Frequency 	Percentage 
9, 4.5 
25 12.5 
35 17.5 
105 52.5 
__ 26 13.0 
200 100.01 
34 	 17.0 
62 31.0 
73i 	36.5 
31 15.5 
200 	100.0 
26 t 
70 
13.0 
35.0 
61 30.E 
30  15.0 
200 100.0 
15 	7.5 
3 	 16.5 
86 ! 43.0 
53 
	
26.5 
13 6.5 
200 
	
100.0 
38, 19.0
. 
50 25.0 
33 	_ 16. ) 
65 32.E 
200 100.0 
28! 
60L 
14.0 
30.0 
'I he recognition received from supervisors 	- 
Str0I1g1y Disagree 
Disagree 
Neutral 15  6.7 
1 - - -  Agree 125 55.6 
Strunaly Agree 85 37.8 
Iota! 225 100.0 
10.5 21' 
84 42.0 
57, 28.5 
38 19.0 
200 100.0 
\Working Conditions 
(:anara Bank 
Respondents' Bank FreLncy _ Percentage 
The equipments necessary for Illy duty  
Stronu1v I)isairce 	 1O 	4.4 
Disaree 	 30 13.3 
Neutral 20 	 8.9 
Agree 	 145  
StronglyAgree 	20 	8.9 
'Total 	 225 100.0 
The suitability of working conditions 
Strongly I)ls',l.`;I•ee 	 ~ 
Disagree 	 45 	 20.0 
Neutral 40 17.8 
A tree 	100 44.4 1 
Strongly Agree 	 40 	I 
+ 
17.8 
'total 	 225 100.0 
The security of the job 
Strongly Disagree 	 - 
Disagree 	 5 	 2.2 
Neutral 	 10 4.4 
Awrc e  	 105 	 46.7 
Strnlv :1rce 105 46.7 
'Total 	 225 	100.0 
Workload 
Stronzl\ Disazree 	 15 	6.7 
Disa~orte 	 30 13.3 
Neutral i 	30
~ 
_ 	13.3 
Agree 	 95 	 42.2 
Stron 1v Airee 	 55 24.4 
I c>H 	 225 	, 10001 
Working time  
Strongly Disagree 	L 	15 	6.7 
Disagree 	 15 	 6.7 
Neutral - 	 40 	} 17.8 
Ai.ree 	 110 48.9 - 
Strongl A,arLc 	4> 	20.0 
Total 	 225 100.0 
Connection between pall andpperformance 
Strongly Disagree 	 15 	6.7 
Disagree 	_L__ 30 	j 13.3 
-NeUII'al 50 
 22 2 
53 
At. ree 90 40.0 34 
Stron~-,l 	\`Wree 40  17.8 25 
I 	 tal 225 100.0 200 
Source: Compiled and calculated by researcher through questionnaire 
26.E 
17.0 
12.5 
1 00.0 
Annexure 111 
Mean and Standard Deviation in Canara Bank and ICICI Bank 
Respondent's Rank 
	
Carrara Batik 	r ICIC'I Bank 
Particulars 	 Std. Std. 
Mean Deviation Mean Deviation 
"l he salal'v puld to me. 3.60 1.044 3.12 	1.073 
The annual salary increment. 3.62 0.952 2.80 	j 	1.070 
Other financial benefits. 2.91 1.114 2.87 	0.942 
Overtime allowances. 2.92 1.402 2.37 1.312 
Rewards for new ideas or suggestions. 3.44 1.224 3.20 1.097 
Frequency and amount of bonuses. 1.89 1.061 3.08 1.156 
Promotional policy o1' the bank. 3.84 0.789 2.95 1.198 
Performance evaluation methods. 3.67 0.845 2.86 1.243 
Promotion implementation methods. 3.64 1.038 2.80 1.143 
Welfare measurement. 3.13 1.188 2.82 1.058 
'l he promotions to higher positions are 3.62 1.25  2.91 0.983 usually on time.  
The proper utilization of my talent. 	3.58 0.979 3.17 1.319 
Opportunities for advancement in career. 	3.82 0.710 3.38 1.110 
The job that provides a safe future. 4.20 0.620 3.28 1.113 
The training to update employees. + 	3.76 0.925 3.82 0.897 
The training provided for my current job 
and for advancement. 3.84 0.844 3.53 1.116 
The ability to influence decisions that 
atlects me. 3.29 0.982 3.26 0.811 
Opportunities to work oil interesting' 
pi'OieCts for t rotivth.  3.42 1.002 I 3.26 1.U57 
1 	e lralllinu techniques \ti'I11CI1 Ctll'l'Cllt 3.82 1 .104  3.48 1.123 work requires. 
1-Iarnlonv of workers and managers. 4.29 0.689 3.29 .045  
1 he communication system between 
dltterent employees. 4. 1 1 0.797 3.58 0.953 
The extent of friendly relation with other 4.31 0.757 3.71 1.082 employees. 
'l'he co-employees who work well as a 4.22 0.697 3.56 	1.124 team. 
The relation 'i\fth my immediate 4.38 0.644 3.94 0.783 su ervisor-  
The relation \\ ith my colleagues. 4.33 0.818 3.71 0.965 
The recognition received from 4.31 0.591 3.56 0.917 supervisors. 
The equipments necessary for my duty. 3.60 0.977 3.57 1.015  
The suitability of working conditions. 3.60 1.000 3.50 0.951 
The security of the job. 4.38 0.678 3.34  1.087 
Workload. 3.64 1.179 3.08 0.994 
% orkini time. 	 3.69 	1.074 	2.84 	1.263 
Connection bet\veen pad' and 	49 	1.130 	2.841.230 1 rerturmance.  
Source: C'omhiled and calculated by researcher through questionnaire. 
Questionnaire oii Job Satisfaction of Bank Employees 
Dc ar Re., pondcw. 
I con pursuing Ph. D. in the Department of  C omlmerce, Aligarh ;tM.slinl 
(!niversit , Aligarh and I (I/It conducting (iii (1c(ldt'nhic research on "A Comparative 
Study of Job Sailsf iction of Employees in Public and Private Sector Banks with 
Special Reftre,rce to Crcnara Bank and ICICI Bank ". I very hwnhly request you to 
spend your precious time intlllmg  the questionnaire as per your perception about the 
sans%!!ion of ernhlovees in banks. )'our contribution in this regard vill he highly 
appreciated and will he acknowledged at the time of siiliinission o/'tiwsis. 
I. Please select your age. 
a I iidcr 25 ) 	 c) 36-45 }'ears 
b) 26-33 Years 	 cl) 46 Years + 
2. Please select your gender? 
a) .1/ale 	 h) Female 
3. Please select ;'our Designation. 
uj Branch [lead 	 d) Probationary of Jice1 ' Assistant i11anac.'er 
b) Branch .fuanager 	 e) Others, please specify..................... 
c) Deputy a /unage'r 
4. Please select your Work E.rperience. 
to 1-5 Years 	 cl) 16-21 Years 
b) 6-10 Years 	 e) 21 Years clmici above 
C) /1-15 )'ears 
5. Educational Qualification. 
u) Under graduate 	c) Others, please specify ....................... 
h) Post grcldualt' 
6. Please select your Bank. 
a) ('c1lIurc1 Bunk 	h) ICICI Bank 
Vote: There is no right or wrong a1ssl el, all the anslters are on the basis of your 
o/)1111o11 on U • 5 /Oi111 .Scale ". Where, 
5 = StroI1ht'l- : tgri'L', 
4 = 
2 = Disagree, 
1 = Strom; by Disagree. 
Please tick (y1 the »trmbei••/br each stutenteitt. 
I am satisfied in a bank with: 
a) 	Salary, Compensation & Benefits 
l he salary paid to Inc. 5 4 3 2 1 
T11e 11111111',11 salary increment. 5 4 3 2 1 
3 	Other financial benefits. 5 4 3 2 1 
4 	Overtime allowances. 5 4 3 2 1 
Re s\ arcs tar new ideas or suggestions. 
6 	f=requency and amount of bonuses. 
5 4 3 2 1 
5 4 3 2 1 
b) Promotion 
7 	Promotional policy of the hank. 5 
5 
4 
4 
3 	2 
3 	2 
1 
1 8 	1oormancc evaluation methods. 
9 	Promotion implementation methods. 
1 Q 	\ eI 	measurement. 
5 4 	3 2 1 
S 4 3 2 1 
l 1 	The promotions to higher positions are usually on 
time. 
5 4 3 2 1 
12 	The proper utilization of my talent. 5 4 3 2 1 
c} 	Career Development & Training 
13 	~, Opportunities for advancement in career. 	 5 4 ~~ 	3 2 1 
14 	The job that provides a sate future. 5 4 3 2 1 
1 5 	The training to Update employees. 
16 	! The training, provided for my current job and for 
advancement.  
5 4 3 2 1 
5 4 3 	2 1 
17 	The ability to influence decisions that affects me. 5 4 3 2 1 
18 	Opportunities to work on interesting projects for 	5 
tro\\th. 
4 3 2 1 
I 9 	The training techniques which current work requires. 	5 4 3 2 1 
d) 	Co-worker Relations 
20 	Harmony of workers and managers. 5 4 3 2 1 
21 	The communication system between different 
employees. 
5 4 3 2 1 
22 "l he extent of friendly relation with other employees. 5 4 3 2 1 
23 The co-employees who work well as a team. 5 4 3 	; 2 1 
24 	The relation with my immediate supervisor. 5 4 3 2 1 
25 	The relation with my colleagues. 5 4 3 2 1 
26 	The recognition received from supervisors. 5 4 3  2 1 
e) Forking Conditions 
27 	The equipments necessary for my duty. 5 4 3 2 1 
28 	The suitability of working conditions. 5 4 3 2 1 
29 	'l'he security of the job. 5 4 3 2 1 
30 Workload. 5 4 3 2 1 
31 Working time. 5 4 3 2 1 
32 Connection between pay and performance. 5 4 3 2 1 
Overall ,1o1 Satisfaction 5 4 3 2 1 
Overall Job Performance 5 4 3 2 1 
Thank You 
Your Signature please 
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